


of a charge filed with the EEOC, whether by mediation or through to the conciliation stage
of the administrative process, requires an even greater use of agency resourees. Itis
significant amount of the agency’s worKk.

On any given day, the EEOC averages about 4,000 charges in intake, over 1,000 charges in
conciliation, and 7,500 to 8,000 charges in mediation, in addition to the tens of thousands
in investigation. By the end &Y 2018 we had similar numbers.

In July 2017, and again in May 2018, | gathered Commission senior leadership from
headquarters and the field offices to discuss successful strategies utilized in the field, to
facilitate crosgprogram collaboration, and to devise and foster sustainalplensss to

charge processing challenges in light of our persistent resource constraints. The strategies
deployed have proven effective. In FY 2017, EEOC staff resolved 99,109 charges,
reducing the pending workload to 61,621 charges (agg@&nt reductin in one yegr

In FY 2018, staff resolved 90,000 charges, reducing the inventory to 49,607 charges, a
decrease of 19.5 percent over the FY 2017 and 34 percent from FY 2015-\eategh

mark). This is the lowest pending inventory of private sectorgelsan more than a dozen
years. It is important this momentum continues with FY 2020 funding.

The Federal Sector

In addition to our private sector enforcement activities, the EEOC is responsible for federal
sector enforcement. Charges of discriminatioaur federal workplaces are no less

important than in the private sector. The Commission has adjudicatory responsibilities in
the federal EEO complaints process and oversight responsibilities for federal programs.
The adjudicatory system involves tlezeipt of hearings requests from complainants, who
are either federal employees or applicants. During the past two years we increased hiring
for administrative judges and implemented strategies to increase efficiency in the hearings
program. This reswdt in a 30.4 percent increase in resolutions, and for the first time a
decrease in the pending inventory of hearings, Case management improvements in the
federal sector appeals program resulted in a nearly 20 percent decrease in the pending
inventory fromFY 2017.

In 2009, the EEOC proposed regulations, ultimately adopted as a final rule in 2012, that

would allow agencies to petition the Commission for a variance from the administrative
process, upon approval of a Commission vdtenelines and guidanceif agencies on

how to submit variances was issued in 2014 in amendments to EEOC Management

Directive 110 (See Ch. X), and a further resourtiee Pilot Project Toolki-was

devel oped at t he aThefirstpgropasdls were apnsidesatPOl6.n 201 6 .
Three variances have been granted and are currently being monitored by our Office of

Federal Operations (OFOIt is important this momentum continues with FY 2020

funding.

Freedom of Information Act (FOIA) Requests

Various factors have causan increase in Freedom of Information Act (FOIA) requests,
creating a third inventory backlog. At the end of FY 2016, the EEOC carried a backlog of
792 FOIA requests. At the end of FY 2017, that backlog had increased to 2,259 FOIA
requests (an increasé 185 percent). In FY 2017, the Commission saw an 8 percent
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. CHAI R6S REPORT

A. Fiscal Year(FY) 2020 Budget Highlights

The U.S. Equal Employment Opportunity Commission (EEOC) is the leading federal law
enforcement agency dedicatedstopping and remedyirgmployment discrimination on

the basis of race, color, religiosex,pregnancynational originage, disability, and

genetic informatioror family medical history TheFY 2020Budget request

$355,800,000or the EEOC, which incllles$28,025000 for State and Local programs.

This request represerdslecrease of $3.700million from the FY 2019 enacted level

TheEEOC was createlly Title VII of the historic Civil Rights Act of 1964vhich
prohibited discrimination on the basis of race, caleligion, sex, andational originin
private sector employment throughout the United Stdbesing the past 50 years, our
jurisdiction has grown and now includes the following areas:

T Title VII of the Civil Rights Act of 1964(Title VII), as amended, prohibits
employment discrimination based on race, color, religger, and national origin.

1 The Age Discrimination in EmploymentAct of 1967(ADEA), as amended,
prohibits employment discrimination aigstworkers age 40 and older.

1 The Pregnancy Discrimination Act of 197§ PDA) amended Title VII to clarify
that discriminatiorbased ormpregnancy, childbirth, or related medical conditions
constitutes sex discrimination and requires employers tovi@aen affected by
pregnancy and pregnanoglated medical conditiortke sames any other
employees with temporary disabilitiesth respect to terms and conditions of
employment, including health benefits.

1 The Equal Pay Act of 1963 (included in the FaiL.abor Standards Act) (EPA),
as amended, prohibits sex discrimination in the payment of wages to men and
women performing substantially equal work in the same establishment.

T Titles | and V of the Americans with Disabilities Actof 1990(ADA), as
amendedprohibit employment discrimination based on disability by private and
state and local government employers. Section 501 and 505 of the Rehabilitation
Act of 1973 provide the same protections for federal employees and applicants for
federal employment.

1 Title Il of the Genetic Information Nondiscrimination Act of 2008 (GINA),
prohibits employment discrimination base
information(including family medical history).

Together, these laws protect individuals from emplegtdiscriminatior(including
unlawful harassment)ased omace, color, religion, sex, national origin, age, disability,
andgenetic information. They also make it illegal to retaliate against a person for
opposing employment discrimination, filing a eha of discrimination, or participating in
an investigation or lawsuit regarding employment discrimina&amally, provisions in the
ADA, the Rehabilitation Act, and GINA strictly limit covered entities from obtaining

Fiscal Year2020 CongressiondaBudget Justification Pagel



healthrelated information from apiglants and employees and require that any genetic or
medical information a covered entity has about an applicant or employee be kept
confidential.

B. Chairdés Message

Her ewit h, I present the U.S. Equal EYmpl oy me
2020 Congressional Budget Justification. Hye2020Budget requestf $355,800,000

includes $28, 025,000 for state and |l ocal f a
tribal employment rights organizations (TER

On January 23, 2017, President Trump designated me Acting Chair of the BNe@C.

into my third year it has been an honor to lead this important civil rights agency. As | said

at the beginningof mytenet “ The core values and core miss
We exist to enforce some of our nation’s mo
and we wil | c o n.tTherCanemissian had bad impressive tesuléstina

number of areas ovéne past tweplus years.Nearly every metric by which the

Commission measures its performance is trending in a positive direction, many

significantly, some for the first time in many years, and they indicate a high level of

performance for the agency.am grateful to the staff of the EEOC for responding to the

needs of the public we serve and for always looking for continuous improvement. And, |

am deeply respectful of the staff’s focus o
needs sufficient futing to have appropriate staff levels to continue to build on the positive
momentum we have made. And, we need to be able to continue to upgrade the technology
infrastructure and ensure our staff have the skills to fulfill our statutory obligationgefor th

public we serve in the most effective and efficient manner possible.

As an agency we seek to increase the equality of employment opportunity in the workplace
and remedy past discrimination through high quality investigations, early and voluntary
resdution of matters (including mediation and quality conciliations), strategic litigation to
enforce the laws under our jurisdiction, voluntary compliance efforts, and enhanced
outreach and education.

The agency completed a new Strategic Plaf-is 20182022, unanimously adopted by

the Commi ssion in 2018. ThatPrelvemts taasntde g etr
unlawful employment discrimination and advance equal employment opportunity for all in

t he woraknpd atcheeg’ a g e it Ry 'stipl andiinslusiverworkptaces with

equal empl oy me nt. The s stitl muchwork to befdone. al |

TheBudget requedbr the newFY traditionally provides an opportunity for reflection on
the past year and scrutiny of the agency’s
of the highlights from this past year.

Highlights from 2018

FY 2018 proved to be a very busy one fordigency. Throughout the entire FY 2018 and

now into FY 2019 national attention was on the issue of harassment, particularly sexual
harassment, in our nation’s workplaces. Th
available tool of the agency, as an eatoc and trainer to prevent harassment, as an
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enforcer of the law, and as an agency that could lend its expertise to others, the agency,

across the country, stepped up its efforts. When the moment called the ageney met it

head on.

Congressionalrecognt i on of the nation’s attention on
harassment in our workplaces, and the c¢omme
Budget, allowed the agency to build onthe work oBHEOC6 s 2016 Sel ect Te
the Study of Harassmeintthe Workplacewhich | cochaired with former Commissioner

Chai Feldblum. Of note, the Select Task Force recommended that employers consider

different, innovative approaches to conducting-aatassment training for employees.

During FY 2017, the Qomission developed new, customizable harassment prevention
training (known as the “Respectful Workpl ac
offeringthisnewfeased training at the beginning of
of our own andfarithis gaingg by emplDyers) provided through the

Commi ssion’”s Revolving Fund, has been high
the EEOC sent a strong message on the enforcement front about harassment, filing 66

lawsuits challenging workplacharassment, 41 of which alleged sexual harassment. This

is more than a 50 percent increase in suits challenging sexual harassment over FY 2017.

Twice during 2018, in June and August, the EEOC coordinated the filing of federal courts

cases around thewotry. This was the first time the EEOC employed this type of

coordinated enforcement technique in many, many years.

On June 11, 2018, the agency reconvened alag®nly public meeting of the Select Task

Force entitled Transforming #MeToo into HarasemtFree Workplaces: A Reconvening

of the EEOCO6s Select Task Force .o’n tThherst uid
October 2018, the full Commission held an open public mediiige va mpi ng Wor k p |
Culture to Combat Harassment. o

Long before #MToo, combatting workplace harassment has been a high priority for the
Commission for many years. | expect that to continue to be the case in coming years.
Significantly, in FY 2018, the agency did see a 13.6 percent increase in charges filed about
sexudharassment. The EEOC, although one player in the national attention on this topic,
will continue to do its part and lead on this issue.

But, as much as harassment dominated the headlines and the agency-dowbled its

work, not to be overlooked ow much other work was done at the agency during the past
year. In short, we continued to give vitality to all of the statutes within our jurisdietion
from both enforcement and outreach and training perspectives.

We culminated the yedong focus on Age Discrimination in June 2018 with the issuance
ofthereporti The State of Age Discrimination and
After the Age Discrimination in Employment Act (ADEA) This rejueert buil
14, 2017, Commission meeting entitlddT h e A D B Moré@Revant Than Eve. ”

We passed the igkar anniversary of themericans with Disabilities Act Amendments Act

of 2008with resolution of some significant ADA cases and case filings that réfiec

success of the ADAAA. The same could be said oPttegnancy Discrimination Act of

1978which marked its 40anniversary in 2018.
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The agency took a major leap forward on the data analytics front making one of the most
significant operational chges to the agency in more than 20 years. Recognizing the need

to enhance our agency’ s data analytics capa
Data Officer (CDO) in November 2017. My charge to the new CDO was to develop an
enterprisewide data malytics strategy which not only supports the mission of the EEOC,

but also makes our data readily available and easily accessible to those within the agency,

as well as the public.

To accomplish this task, the EHBaOhg®RIDf fi ce
needed to take on new additional data governance and data transparency functions and

make certain changes to its organizational structure to position itself &serdry data

analytics organization. ORIP was originally created as grano office within the EEOC

in 1997 and since that time had not undergone any changes or reorganizations.
Effective May 29, 2018, ORIP officially bec
and Analytics (OEDA). Additionally, in April 2018, | approvetktcreation of the

agency’'s first Data Governance Board (DGB)
oversight for the development and implementation of the policies and processes which

govern the collection or creation, management, use, and disclosure 6f #&& The

creation of OEDA and the DGB allowed the agency to address serious issues about data
privacy and confidentiality. The gu-iding p
agency data transparency to promote efficient and appropriate asel afyvestment into,

agency data resources.

As discussed in greater detail later in this request, the agency made significant progress
toward strategically managing our workload across all sectors of our work. Suffice to say,
the agency dramatically reded its inventory of private sector charges resulting in the

lowest inventory of charges in more than a dozen years. Further, our litigation program has
been restored to solid footing and our educational outreach was expanded.

As to staffing, due to judious use of our FY 2018 funds, and relying solely on separation
savings, | authorized the hiring of 400 positions throughout the year. With thanks to the
Acting Chief Operating Officer (COO) and Deputy COO, the operational heads across the
country and gzecially to our office of the Chief Human Capital Officer (OCHCO) we
completed the hiring surge by the close offfiye Among the mission critical positions,

this included 97 investigators and 23 administrative judges for the federal sector and 36
attorneys in the Office of General Counsel.

Finally, Congressional support for the EE@JY 2018 allowed the agency to meet a
number of critical work force needs that the agency had not been able to meet in many
year s. For e x ammédators, aomlacross the caurdry, eageeablety * s
meet together for three days of training for the first time in 19 years. The agency was able
to bring its entire new class of investigators to Washington for training. Training was held
for field office ard enforcement managers, administrative judges from the federal sector,
systemic coordinators and data analysts, as well as Deputy and Field Directors. Because
the agency has been making technological improvements to its processes for the past few
years ad because many staff are new to their positions, these trainings are critical to
bringing many new staff up to speed and to collaboration about the efficiencies needed to
allow the agency to be as productive as possible.
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Fiscal Year 2020 Priorities

TheEEDC’ s priorities for FY 2020 are to make

the Commission on effectively fulfilling our statutory responsibilities and addressing the
needs and challenges of the workforce of the future.

All of the Workload

The Commssion must be forthright about the true workload of the agency in order to
ensure all divisions of the agency are being adequately resourced. Stakeholders working
with and observers of the EEOC have |l ong
to resolve discrimination charges filed by private and federal sector employees and job
seekers in a prompt manner, while simultaneously ensuring that the rights of the charging
parties and respondents receive appropriate attention and respect. Balancimgetliesse

—timeliness and qualityr equi res a proper understanding

Further, Congress and other observers of

inventory of private sector c hdprigaesectora. k.

charges is only one backlog at the EEOC. In fact, the Commission has three significant

backlogs: a) the inventory of private sector charges; b) the requests for hearings appeals in

the federal sector; and c) Freedom of Information(A€IA) requests. While significant

progress has been made over the past two years on reducing the private sector backlog, the
ot her aspects of the agency’s work in the

given short shrift. Further, attentiom the backlogs does not give adequate recognition to
the many other aspects of how the agency serves the public, including through our
outreach and education efforts across the country, the work of the Office of Legal Counsel
in providing important infanation to the public on the law, and the enforcement work of
the Office of General Counsel in both litigation and appellate cases.

Managing the Inventory and Reducing the Backlog(s)

The Private Sector Inventory of Charges

Achieving and maintaing a balanced and manageable inventory is crucial to providing
quality customer service to our primary stakeholdee American workforcel caution

that the focus on the private sector backlog of charges, in and of itself, significantly
understates the amourftwork that takes place by the agency before an individual even

decides to file a charge. Atthe end of FY 2017, the EEOC responded to over 540,000 calls

t o t he a-ffee numper and 154200 inquiries in field offices, resulting in the
filing of 84,354 charges of discrimination. At the end of FY 2018, the EEOC responded to

over 530,000 contacts. Significant amounts of staff resources are invested with individuals

who make inquiries of the EEOC and those inquiries take time, interviews, anaftysis,
may or may not result in a charge being filed.

A second cautionary note is a focus on the rate of cause finding (3 to 4 percent) in the
charges the agency investigates. Thi s
amount of charges tregency resolves with merit (16 to 18 perceiigesolutions with
merit are defined as charges with outcomes favorable to charging parties and/or charges
with meritorious allegations. These include negotiated settlements, withdrawals with

e X

t h
a.

f

au

benefits, succes$ul conciliations, and unsuccessful conciliationrSlo mi ng t o “r es ol
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increase in the number of FOIA requests received (from 17,680 requests in FY 2016 to

19,002 requests in FY 2017). By the end of FY 2018, we received over 17,600 FOIA

requests. Requests for séal charge files constitute 97 percent of the FOIA backlog, a
reflection of the agency’s success in reduc
FOIA backlog, we implemented a vigorous reduction plan and hired a FOIA attorney with
technologicakxpertise to help devise better ways to use technology to reduce the backlog.

The results are showing: in FY 2018 we saw a 7 percent reduction in the FOIA backlog
nationwide. It is important this momentum continues with FY 2020 funding.

Investing inthe Agency of the Future

Our Own Workforce

In response to the Executive Order on Government Reform issued in FY 2017, we
continue to undertake an extensive review o
align our funding in response. Our Chief Hun@apital Officer (CHCO) has begun the

process of reviewing position descriptions to ensure they properly reflect current job
requirements. In FY 2019, our CHCO will begin the process of creating a workforce plan

to reduce duplicative efforts and improvwganizational efficiencies and effectiveness. As

noted earlier, in FY 2018 we hired 400 positions, resulting ipe&26eno f t he EEOC’ s
staff being new to the agency or new to their positidh® c ause t he EEOC’ s r |
separations (8.4 percent) in F9IB was less than the rate of new hires (9.97 percent), this

was the first time in several years the agency experienced an increase in the total number

of employees on board. Still, the 400 positions can be deceiving as this hiring surge

resulted in onlya slight increase in the overall FTE for the agency. Maintaining steady

state in mission critical positions: investigators, administrative judges, and trial attorneys

is crucial for the agency’s continued succe

In addition, as of December 2018 then@uission has 453 retiremeeligible employees

with an additional 1,106 employees reaching retirement eligibility in the next ten years.
Updating the agency’s succession plan is <cr
have charged the CHCO wWwibuilding that succession plan.

The Office of Enterprise Data and Analytics (OEDA)

As mentioned earlier, a major achievement at the EEOC during FY 2018 was a revamping
and upgrading of the agency’s data analytic
agencies are recognizing the importance of-datgen decisiormaking through

enterprisewide data and data analytics in enhancing mission effectiveness. The

Presi dent 6ds Masntaagteense ntth aAtg e“n[dta] he Admi ni str a
Data Strategy to leverage data as a strategic asset to grow the economy, increase the

ef ectiveness of the Feder al Government, fac
Al so, during FY 2018, the EEOC's Office of
agency’ s knowledge and use of datpat anal ytic
identified i mprovements, opportunities, and
activities.

The new Office of Enterprise Data and Analytics (OEDA) has been designed to help the
EEOC achieve more effectively achieve its mission in tifecedtury, as well as allow
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OEDA to provide greater and improved services to its customers both inside and outside of
the agency. As part of the EEOC’"s FY 2018
vacant positions and hire new employees with datb/iesand data modeling

experience. These additional hires, nowboard, provide a good foundation on which the

new agencywide data analytics organization is being built.

Unfortunately, many of the EEOC’ s,amdurrent n
access are outdated and inefficient, requiring additional funding in FY 2020 in order to
fulfill the President’s call for agencies t
to deliver on mission, ser QuprapessdtFg2020r s, and
funding request to modernize EEOC data and analytics directly supports all four strategies
(Enterprise Data Governance; Access, Use, and Augmentation; Deldialong and

Accountability; and Commercialization, Innovation, and Pubbe)tontained in the
President 6s Magoaagle noefnt* DAagtean,d aAccountabil ity
Creating a Data Strategy. and I nfrastructure

The creation of OEDA and the upgrade of the
theDputy Director of OEDA serving as a Feder
Federal Data Strategy Team. This core group of al@sspline Federal data experts will

develop and plan a governmenide data strategy sponsored by the Executive Office of

the President to develop practices and action steps for the Federal Data Strategy as part of
thePr esi dent 6 s Ma hiaggeifrnaninfdr anAagercy teasize of the EEOC

to sit on the Federal Data Strategy Team.

Enhancing Service to the Publig bnproving and Leveraging Technology

Across the agency we continue to invest in and leverage technology to transform the way
the EEOC does its work, including making its processes more transparent and providing
information to its constituents fasteelectronically, online, and on demand. The EEOC
has significantly increased the public’”s ac
of online systems for employees and employers involved in discrimination disputes. These
secure systems give individsand employers 24/7 access to submit inquiries, schedule
interview appointments, check the status of charges, upload and download charge
documents, make FOIA requests, and receive notices from the EEOC about investigative
actions on charges. Because mtian 60 percent of those submitting online inquiries or
checking the status of charges use mobile devices, the agency made its Public Portal
mobile responsive at the endef 2018.

Online access through the agerhegihs i nquiry
November 2017 resulted in a 30 percent increase in the number of individuals submitting
inquiries about potential discrimination charges and in more46at24individuals

scheduling intake interviews with EEOC staff in person or on the phoresurge in

demand for intake interviews has stretched ageesyurces to their limits, but this is a

vital service we provide to individualvho believe they havexperienced workplace
discrimination. However, counseling of these individuals by EEOCIs&E led to more

than half deciding not to file charges of discrimination, therefore preventing charges that
would eventually be dismissed from entering our system. Providing online capabilities to
empl oyees, empl oyer s, aerdommimeatidbscaddactionsst af f
that save time and resources for the public we serve and for the agency.
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In an increasingly mobile environment, our stakeholders want to be able to reach the
agency through a variety of platforms. More than 60 percentapig@evho visit our

website do so with their mobile devices. During FY 2018, the EEOC expanded its digital
services to our state and local FEPA partners to facilitate sharing notices-tfeduial

charges, and to federal employees to streamline the syltediscrimination complaints

and appeals, bringing efficiencies to the process and savings to other federal agencies.
Making these critical technology investments in support of our mission will accelerate
productivity across our program areas and \e#lult in savings for years to come. ltis

also important to note that our charge data system, the Integrated Management System
(IMS) is near the end of life and the services it provides must be modernized. This legacy
system increases operational seguigks, limits the effectiveness of our publacing
applications, and its proprietary platform creates too much technical debt. The EEOC has
submitted a project proposal to the Federal Technology Modernization Fund (TMF) to
request upfront funding fdahis important effort. With sufficient funds kY 2019, the

EEOC plans to make its services more accessible to the public by fully implementing
online access for charge inquiries, scheduling appointments, federal sector hearings and
appeals processing ardhancing mobile applications.

l nvest ments in our technological infrastruc
responsiveness and capacity to more readily resolve claims of discrimination. The agency

has limited discretionary resources for imf@tion technology investments and needed
improvements have already been delayed because of prior budget challenges. In FY 2017,

the agency began the process of exchanging existing, relatively expensiaimtain,

email and collaboration software with mcefficient clougbased services. With sufficient

funds provided in 2019, the agency will provide the necessary devices and access to

cultivate digital business processes and deliver missiabling systems to our

employees. In short, to maximize thgital services we are developing the agency must

invest in corresponding infrastructure and equipment.

As modernizing our infrastructure and business processes areygarlgfforts, it is
important that this momentum continues with FY 2020 funding.

Outreach, Education and Strategic Law Enforcement

Importantly, the EEOC secured more than $505 million for victims of discrimination in the
workplace in FY 2018. This includes $354 million in monetary relief for those who work
in the private sector andagé and local government workplaces through mediations,
conciliation, and other administrative enforcement. The agency also recovered $98.6
million in monetary relief for federal employees and applicants.

The agency’ s outr eac mn398,650 garkarsyemployers,¢chbie d mor e
representatives and advocacy groups thispéstt more than 3,900 events conducted by
the EEOC.

In the federal sector, iIRY 2018, the EEOC offered 32 opeational enrollment courses
including new courses on culéiting respectful workplaces. These courses are well
received by federal agencies, and over 675 federal employees totaling 11 federal agencies
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have been trained to date. Customized classesated in response to agency requests

were provided to mordnain 36 different federal agencies, reaching 4,030 federal

employees with over 744 hours of customized course confenassess the effectiveness

of these efforts, the EEOC has created an impact survey and customer satisfaction survey.
In addition—in accordance with agency priorities and in response to increasing stakeholder
demand for necost education and training on EEO lawthie EEOC has introduced
information sessions called “1st Fridays wi
EEOC's YouTub channel, Facebook page, and Twitter, the agency continues to provide
stakeholders with timely feedback on EEO trends and updates on policies, procedures, and
regulations. The EEOC has increased outreach to its federal sector stakeholders by 100
percenton both Twitter and Facebook.

As explained earlier, we expect harassment to continue to be an issue in which the EEOC
conducts a considerable number of outreach events. During FY 2018, the EEOC updated
and created new outreach and resource matefalsher, slide shows targeted for

different audiences, such as advocacy, employee, human resources, and legal audiences,
will be created for staff to conduct outreach and training on harassment. Also, tool kits for
advocacy groups and employers will beeleped containing useful education materials

on harassment prevention.

Finally, as there is continued Congressiona
2019the EEOGChas begun an internal evaluation project to review the conciliation process.
A related project, threo " e&dyldoowhedpri’ 200jpp or t un
Commission meeting entitldeéixamining the State of the Workforce and the Future of
Work where a panel of withesses offered their expertise about the millions of jobs
currently unfilled in our economy, the skills gap and apprenticeship programs, and how
best to prepare our workforce with the skills needed in tiis@atury economyThis
project, begun in FY 2019, is designed to provide more and better informatun@o
opportunities for the EEOC to access or direct employers to when resolving charges or
cases.
HHH

Historically, the EEOC has been an agency that has been able to be bigger than it is, to
“punch above its wei ght ”toraantain & steady stawe.of ourBu t
workforce to meet the work and to improve service to the public. It has been my privilege

to lead the Commission, now 55 years after the monum@nthRights Act of 1964n

t he agency’ s ¢u e oftAmdrica fof all Who ivdnt to wortk.eln lgadirgmi s e
t he EEOC, I borrow from President Lincoln:
number by t he gr e dtcerdingly, mespentfslly seeksdfigisna r y ”
funding to allow the EEOC to fulfibur service to the nation and its workforce.

VUstiw Q. dizpic

Victoria A. Lipnic
Acting Chair
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II. OFFICE OF INSPECTOR GENERAL FUNDING INFORMATION

The Equal Employment Opportunity Commission is covered by the Inspector General Act
of 1978, as amended (U.S.C. App), and the table below provides the following information
under the Inspector General Reform Act of 20@8b. L. No. 116109): an aggregate

request for the Office of Inspector General; amounts required for OIG training; and
amounts in support of the Council of the Inspectors General on Integrity and Efficiency
(CIGIE).

Office of Inspector General Inititequest 2,542,900

Aggregate amount of funds $2,542900
Amount requested i®IG budget fortraining $62,00¢

Amountrequestedo support CIGIE $6,847F

Chart 1 belowshost he I nspector General’s Funding Re

Chart 1. Office of Inspector General

Office of Inspector General

FS Audit Contract,
$260,000
Special Projects,
$200,000

Direct Program,

i / $97,000
IT Management,

$97,200

Compensation &
Benefits, $1,777,8 FISMA, $104,000

Total Request $ 2,542,900

1 This is the total aggregate request for the Office of Inspectoer@en
2The Inspector General certifies that this amount would satisfy all OIG training requirements for FY 2020.
3.27% of $2,542,900 or $6,847 will support the Council of Inspectors General on Integrity and Efficiency (CIGIE).
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[I. BUDGETING AND ACCOUNTING INFORMATION

A. Appropriation Language

U.S. Equal Employment Opportunity Commission
Salaries and Expenses

For necessary expenses of the Equal Employment Opportunity Commission as authorized
by Title VII of the Civil Rights Act of 1964 (42 U.S.C. § 2000e), the Age Discrimination

in Employment Act of 1967 (29 U.S.C. § 621), the Equal Pay Act of 1963 (29 U.S.C. §
206), the Americans with Disabilities Act of 1990 (42 U.S.C. 8§ 12101), Section 501 of the
Rehabilitation Act of 1973 (29 U.S.C. 8§ 705), the Civil Rights Act of 1991 (Pub. L. 102
166), the Genetic Information Nondiscrimination Act (GINA) of 2008 (42 U.§8.C.

2000ff), the ADA Amendments Act of 2008 (Public Law 1326), and the Lilly Ledbetter

Fair Pay Act of 2009 (Public Law 142), including services as authorized by 5 U.S.C.

3109; hire of passenger motor vehicles as authorized by 31 U.S.C. 1343¢(b)ometary
awards to private citizens; and up$29,500,000$28,025,000or payments to State and

Local enforcement agencies for authorized services to the Commission,
[$379,500,0004355,800,000Provided, That the Commission is authorized to make
availablefor official reception and representation expenses not to exceed $2,250 from
available fundsfProvided furtherThat the Commission may take no action to implement
any workforce repositioning, restructuring, or reorganization until such time as the
Committees on Appropriations of the House of Representatives and the Senate have been
notified of such proposals, in accordance with the reprogramming requirements of section
505 of this Act} Provided further, That th€hair is authorized to accept anc @y gift

or donation to carry out the work of the Commission.
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B. Staffing and Funding Profile

Table 1below depicstheE EOC’ s t odta#fimg arafgndimgqnpfile byStrategic
ObjectivesandPrograns for FY's 2018 through202Q

Table 1 Total Agency Staffing and Funding Profile

FY 2018 to FY 2020
(Dollars in thousands*)

Change
From
FY 2019

FY 2018 FY 2019 FY 2020
(Actual) (Enacted) (Request)

Strategic Objective I: Combat and prevent employment discrimination through the strategic
application of the EEOC6s | aw en

1. Private Sector Enforcement $298,800 $296,600 $279840 $(16,760

State and Local $29,500 $29,500 $28,025 $(1,475
2. Federal Sector Enforcement $45,200 $47,400 $41,9% $(5,469

Total Strategic Objective | $373500 $373,500 $349800 $(23,700

Strategic Objective Il: Prevent employment discriminationand promote inclusive workplaces
through education and outreach

Outreach (NotFee based) $6,000 $6,000 $6,000 $0

Total Strategic Obijective Il $6,000 $6,000 $6,000 $0

Agency Total
(includes Strategic Objective IlI $379500 $379,500 $355800 $(23,700
Resources listed below)

Total Full-Time Equivalents** 1,98 1,890 1,788 (102

Management Objective Achieve organizational excellence

Highlighted Resource Areas

[Information Technology] $20,104 $18,293 $14,586

*May not add due to rounding
**Includes 14~TE Reimbursable from Revolving Fund
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C. Analysis of Change

The Anal ysis of
appropriation request féfY 2019to FY 202Q

Change,

Table 2: Analysis of Change

FY 2020

(Dollars in thousands)

FY 2019
(Enacted)

Tabl

e 2,

FY 2020
(Request)

bel ow

Net Change
(+F-)

Spending Authority (Includes State and Loqgal

$379,500

$355800

Explanation of Changes:

Compensation and Benefits

261,194

Total Compensation and Benefits

261,194

Subtotal Compensation Changes

$(10,374)

Program Support Changes

. Rent (adjustment to basénflation)

250 I

. DHS security(Adjustment to Base Inflation)

(2,234)

. Information Technology Enterprise Systems

(3,709

. Chief Human Capital Officer (OCHCO)

(2,266

. Additional prograndecrease¥

(5,369

Program Support Changes

$(13,326

Total Net Change

$(23,700

* FY 2020Compensation and Benefits (C&B) reflects agency estimateseceinbe2018. This estimate assumes no
pay increase for FY 202FY 2020separation savingsdecrease of 2,500 annualization oFY 2019 separatiors
decrease of $2,801The estimate assumes no hiring in e¥s 2019 and 2020and for 2020 excludes awards
Annualization of FY 2@9within grade and promotionscrease of 2,830, FY 2020within grade and promotions

increase of $,097.

** Reflectsdecrease t@tateand Localprogramsand other program decreasesncludeoffice construction and

relocationand training

Fiscal Year2020 CongressionaBudgetJustification
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D. Object Classi Agency Summary

Table3 - below showthe changesitheEEOC’ s obj ect <cl| &ssad fundin
yeas.

Table 3 Object Class Schedulé Agency Summary

Agency Summary Requirements by Object Class
FY 2018 to FY 2020
(Dollars in thousands)

OBLIGATIONS BY OBJECT CLASS FY 2018 FY 2019 FY 2020
(Actual) (Enacted) (Request)

Personnel Compensation

11.1 Fultime permanent (FTP) $187,767 $188,813 $181,44
11.3 Othetthan FTP 1,793 2,200 2,200

11.5 Othepersonnel compensation 3,287 1,800

Total Personnel Compensation 192,847 192,813

12.1 Civilianpersonnel benefits 63,749 78,755

Total Compensation andBenefits 256,596 271,568

21.1 Travebf persons 3,527 2,800
22.0 Transportatioof things 36 25
23.1 Rentapayment to GSA 29,873 30801
23.2 Otherrent/communications 5,005 6,700
24.0 Printingand reproduction 124 250
25.1 Stateand local contracts 29,500 29500
25.2 Securityservices (including DHS) 10,041 3,234
25.2 Otherservices from notfiederal sources 31,265 20405
25.2 Litigationsupport 3,673 3,450

25.3 Othegoods & services from federal sources 3,004 5,300
26.0 Suppliesnd materials 5,223 3,850
31.0 Equipment 1,633 1,617

Total Other Object Classes 122,904 107932
Agency Total $379500 $379,500

*May not add due teounding

Pagel6 Fiscal Year 2020 Congressional Budgatstification



IV. ENTERPRISE RISK MANAGEMENT PLAN

In March2017 the EEOC implemented a formal risk management plan. The Chair

announced the program with an EE@#le memorandum that also designated a Chief

Risk Officer. In additionthe EEOC established an Executive Risk Stee€Gagnmittee
(ERSC), and formalized thegi@opd s member shi p, authority and
charter. Theagency completed its first enterprise niskiews and finalized the agency

risk profilein June 20Z. During FY 20B, we continued to improve our enterprise risk
management framewkrwhich identifies, prioritizesand manages institutional risk at all

levels of the agency. The Enterprise Risk Steering Committee met on August 15, 2018 to
prioritize the agency’ s The¥Yge@civill &ntinuetok pr of i |
incorporatesnterprise risk management into decisimaking and focus on the integration

of risk management and internal controls.

Thea g e nriskkmasagemerapproachsuppors our ability to identify, analyze and
appropriatelyrespondo strategic risk@crosghefull spectrunof theEEOC activities.
ThroughERM, we will:

Providea structureddisciplined,andconsistenapproacho assessingsk.

Identify strategiaisksthatthreatertheE E O Cachsevemenof its long-term

objectivesand goalsandmanagehoserisks at the enterprisdevel throughan

Enterprise Risk Steering CommittdeRSC) that iglelineated in the ERSC Charter

and the ERM Policy Handbook.

1 Ensure thatisksaremanagedn amannerthatmaximizes thevaluethe EEOC
providesto thenationconsistentvith definedrisk appetite andisk tolerancdevels.

1 Align our strategyprocessegqeople technologyandinformationto supportagile
risk management.

1 Provide greatetransparencinto risk by improvingour understandingf
interactionsandrelationshipsetweerrisksin supportof improvedrisk-based
decisionmaking.

1 Establishclearaccountabilityandownershipof risk.

)l
)l

Risk managemenrtasbecome central theE E O Omission,vision, andculture. All
employeesreexpectedo adoptthe principlesof risk managemendevelopedhroughthe
ERM program as it is progressively expanded to all offices and program amdés apply
the standardstools andtechniqueswvithin their assignedesponsibilities.With this commit
ment to ERMthe EEOC can ensuréhewidest application of equal employment practices
throughout the natiom themostefficientand costeffectivemanner See AppendixX.
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V. STRATEGIC PLAN AND PERFORMANCE MEASURES
A. TheFiscal Years2018- 2022 Strategic Plan

1. Introduction

Equal opportunity for all/l i s -tomght of our n.
values.Since 1965, th&).S.Eq u a | Empl oyment Opportunity (
EEOCC” “t he”oagé€nchy O abasbeenshe leaning’federal law

enforcement agency dedicated to preventing and remedgippyment

discrimination andidvancingequal opportunityor all in the workplace The U.S.

Equal Employment Opportunity Commission Strategic Plan for FYs2023( he
Strategasct éPdlainsshes a framework for achievi

“Prevent and remedy wunl awf ul empl oyment di
opportunity for allinthe workplage s o t hat the nation might

Commi ssion“"Revpasdc¢tomulofand inclusive workpl
empl oyment opportunity for all”

Through enactment of the GPRA Modernization Act of 2010 (GPRAMA), Congress

has directed executive departments, government corporations, and independent

agencies to develggnd post a Strategic Plan on their public websites every four

fiscal years The implementing guidance in Circular]d from the Office of

Management and Budget (OMB) instructs agencies on the necessary elements
required i n an agenmmentytdmblighla aew planrwidhthieh e r e q u
beginning of each new term of an administration. The Commission approved the

EEOC’ s Strategic Pldtislocaredddecember 12, 201
https:/www.eeoc.gov/eeoc/plan/strategic_plan-28cfm

To accomplistour mission and achieviae proposedision, the EEOC is committed
to pursuing the following strategic objectives and outcome goals:

Strategic Objective Combat and prevent employment disamination through

the strategic application oftheEEOCO6s | aw enf or.cldenent autho
corresponding outcome goals afl: Discriminatory employment practices are

stopped and remedied, and victims of discrimination receive meaningful relief; and

2) Enforcement authorities are exercised fairly, efficiently, and based on the

circumstances of each charge or complairite five performance measures and FY

2018 results for these measures are more fully described in Section VI.B., starting on

Page Z.

Strategic Objective IPrevent employment discrimination and promote inclusive
workplaces through education and outreach.The corresponding outcome goals
are: 1) Members of the public understand the employment discrimination laws and
know their rights ad responsibilities under these laws; and 2) Employers, unions,
and employment agencies (covered entities) prevent discrimination, effectively
address EEO issues, and support more inclusive workplabesthree performance
measures and FY 2018 resultsttoese measures are more fully described in Section
VII.B., starting onPage 8.
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Strategic Objective QArlgla n(iMaanta goennfichret E xQbej| el cel
correspondi ng & Wtuttuwernkexcgllenad, respextramd:

accountability; and PResources align with priorities to strengthen outreach,

education, enforcement and service to the puflllee four performance measures

and FY 2018 results for these measures are more fully described in Section VIII.B.,

starting onPage 6.

ThE anepents clear and realistic strategie
identifies 12 pweirtfhoramaniuoael t meaaxdguertésse E EOC’ s
as it approachihée RYyea@y2s strategic objec
rel atednpermeoasnares are depicted in the St
ofPage 21.
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MISSION

VISION

Prevent and remedy unlawful employment
discrimination and advance equal opportuni
for all in the workplace.

Respectful and

equal employment opportunity for all.

inclusiweorkplaces with

Strategic Objective |
Combat and prevent employmer
discrimination through the
strategic application dhe

EEOC’ s | aw
authorities.

en

Strategic Objective Il
Prevent employment
discriminationand promote
inclusive workplaces through
education and outreach.

Management Objective
Achieve organizational
excellence.

Outcome Goal I.A
Discriminatory employment
practices are stopped and
remedied, and victims of
discrimination receive meaningfu
relief.

Strategy I.A.1 Rigorously and
consistently implement the
Strategic Enforcement Plan to
focus resources ahe EEOC
priorities and to integrate agency
responsibilities and activities.

Strategy .A.2 Use administrative
and litigation mechanisnts
identify and attack discriminatory
policies and practices, including
systemic practices.

Strategy |.A.3 Usethe EEOC s
decisions and oversight activities
to target discriminatory policies
and practices in federal agencies

Strategy I.A.4 Seek reradies to
end discriminatory practices and
deter future discrimination.

Strategy |.A.5:Seek remedies thz
provide meaningful relief to
individual victims of
discrimination.

Outcome Goal I.B: Enforcement
authorities are exercised fairly,
efficiently, andbased on the
circumstances of each charge or
complaint.

Outcome Goal II.A:

Members of the public
understand the employment
discrimination laws and know
their rights and responsibilitie
under these laws.

Strategy Il.A.1: Broaden the
use of technology to expand
our reach to diverse
popuhtions.

Strategy I.A.2: Target
outreach to vulnerable worke
and underserved communitie

Outcome Goal 11.B:
Employers, unions, and
employment agencies
(covered entities) prevent
discrimination, effectively
address EEO issues, and
support morenclusive
workplaces.

Strategy 11.B.1: Utilize
modern technology and medi
to expand our reach to
employers and other covered
entities.

Strategy 11.B.2 Promote
promising practices that
employers can adopt to
prevent discrimination in the
workplace.

Strategy 11.B.3: Target
outreach to small and new
employers.

Outcome Goal IIl.A:
EEOC has a culture of
excellence, respeand
accountability.

Strategy Ill.A.1: Recruit,
develop and retain
skilled and committed
employees.

Strategy 1ll.A.2:
Advance performance
management to maximiz
organizational
improvement.

Strategy 11.A.3:
Advance diversity and
inclusion in the
workplace.

Strategy Ill.A.4:
Develop and support
innovationand
collaboration to foster
employee engagement
and morale.

Strategy III.A.5:
Continuously implement
quality practices in all
programs.

Strategy Ill.A.6: Foster
constructive employee
and labor management
relations.

Strategy Ill.A.7: Strive
to model he workplace
practices we promote.

Fiscal Year2020 CongressionaBudgetJustification
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MISSION

VISION

Prevent and remedy unlawful employment
discrimination and advance equal opportuni
for all in the workplace.

Respectful and

equal employment opportunity for all.

inclusiweorkplaces with

Strategic Objective |
Combat and prevent employmer
discrimination through the
strategic application dhe

EEOC’ s | aw
authorities.

en

Strategic Objective Il
Prevent employment
discriminationand promote
inclusive workplaces through
education and outreach.

Management Objective
Achieve organizational
excellence.

Strategy |.B.1 Rigorously and
consistently implement the
Strategic Enforcement Plan to
focus resources ahe EEOC s
priorities and to integrate agency
responsibilities and activities.

Strategyl.B.2: Rigorously and
consistently implement the charg
management systems for private
sector and state and local
government charges.

Strategy |.B.3:Further develop
and rigorously and consistently
implement a case management
system for federal sectoe@irings
and appeals.

Correlated Strategies:
Strategy 11.A.3/11.B.4:Provide
up-to-date, accessible
guidance and training on the
requirements of employment
discrimination laws.

Strategy 11.A.4/11.B.5:
Increase therkowledge of
targeted audiences through
focused, innovative
collaborations with internal
and external stakeholders.

Outcome Goal Il1.B:
Resources align with
priorities to strengthen
outreach, education,
enforcementand service
to the public.

Strategy I11.B.1:
Embrace and invest in
technology to transform
the way the EEOC serve
the public and to improve
productivity.

Strategy 111.B.2: Expand
the use of data and
technology to support,
evaluate, and improve th
Agency’'s pr
processes.

Strategy 111.B.3:
Prioritize and actively
manage available fiscal
resources to beschieve
our mission.

Page22
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PERFORMANCE MEASURES

STRATEGIC OBJECTIVE | :
Combat and prevent
employment discrimination
through the strategic
application otheEEOC"’ s
enforcement authorities.

STRATEGIC OBJECTIVE Il :
Prevent employmentiscrimination
and promote inclusive workplace

through education and outreach

MANAGEMENT
OBJECTIVE :
Achieve organizational
excellence.

Performance Measure 1 for
Outcome Goal l.A.: By FY
2022, a significant proportion
oftheEEOC and FE
resolutionscontain targeted,
equitable relief.

Sub-Measure 1a: By FY
2022,86-88% oftheEEOC’
resolutions contain targeted,
equitable relief.

Sub-Measure 1b: By FY
2022,17-19% of FEPA
resolutions contain targeted,
equitable relief.

Performance Measure Zor
Outcome Goal I.A.: In each
year through 2022he EEOC
continues to favorably resolve
at least 90% of enforcement
lawsuits.

Performance Measure 3 for
Outcome Goal I.A.: Each year
through 2022the EEOC
reports on its efforts to identify,
and resolvesystemic
discrimination.

Performance Measure 4 for
Outcome Goal ILA.: By FY
2022, TBD® of federal
agencies subject to oversight
activities or compliance
reviews change their
employment practices based ¢
theEEOC’ s recom

Performance Measure 6 for
Outcome Goal II.A. and II.B.:
By FY 2022,the EEOC
modernizes and expands
utilization of technology to
ensure the public has greater
access to information about
their rights and responsibilities

Performance Measure 7 for
Outcome Goal Il.A. and II.B:
By FY 2022,theEEOC
leverages collaborations with
significant partner organization
to assist in breaking
employment barriers.

Performance Measure 8 for
Outcome Goal IlLA.: By FY
2022,the EEOC updates
existing guidance and training
materials, and creates new, us
friendly resource tools to
address and prevent workplact
discrimination.

Performance Measure 9
for Outcome Goal IIl.A:

TheEEOC performance
improves with respect to
employee engagement an
inclusiveness.

Performance Measure 10
for Outcome Goal IIl.A:
Feedback surveys and
other mechanisms providg
baseline measures of
services provided to thoseg
with whomthe EEOC
interacts.

Performance Measure 11
for Outcome Goal III.B:
Yearly progress on
modernization of
charge/case management
systems for program
offices until completed in
2021.

Performance Measure 12
for Outcome Goal IlI.B:
The budget process
prioritizes funding foithe
EEOC" s strat
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PERFORMANCE MEASURES

STRATEGIC OBJECTIVE | :
Combat and prevent
employment discrimination
through the strategic
application otheEEOC’ s
enforcement authorities.

STRATEGIC OBJECTIVE Il :
Prevent employmemtiscrimination
and promote inclusive workplace

through education and outreach

MANAGEMENT
OBJECTIVE :
Achieve organizational
excellence.

Performance Measure 5 for
Outcome Goal I.B.: By FY
2022, a significant proportion
of investigations, conciliations,
hearingsand appeals meet
established quality criteria.

Sub-Measure la: By FY
2022,88%o0f charge
investigations and conciliation;
meet criterigestablished in the
Quality Enforcement Practices
Plan.

Sub-Measure 1b: By FY
2022, TBD» of federal sector
hearings and appeals meet
criteria established in the
Federal Sector Quality

Practices Plan.

Page24
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VI. STRATEGIC OBJECTIVE | i Combatand PreventEmployment
Discrimination Through the Strategic Application of theE E O Gléaw
Enforcement Authorities

A. Introduction

Strategic Objective |, to combahd prevenemployment discrimination throughe

strategiap pl i cat i onlawenfortemendutadtities” sef |l ect s t he
primary mission of preventing unlawful employment discrimination through: 1) the
administrative (investigation and conciliation) and litigation enforcement mechanisms
Congess hagntrustedhe agency within regard to private employers, labor organizations,
employmat agencies, and state and local government employers; and 2) the adjudicatory
and oversight mechanisms Congressdrdristedhe agency witln regard to fedeal
employers.

There are two outcome goals for Strategic Objective I:

Outcome Goal I.A: Discriminatory employment practices are stopped and remedied, and
victims of discrimination receive meaningful relief; and

Outcome Goal I.B: Enforcement authoris are exercised fairly, efficiently, and based on
the circumstances of each charge or complaint.

The EEOC currently conducts its enforcement activities under the guidance of the Strategic
Enforcement Plan (SEP) féiYs 20172021. The SEP fdfYs2017%2021; was approved

by vote of the Commission in December 2016. It is not a required document and it is
distinct from the Strategic Plan, but rather is designed for the Commission to be
transparent about its enforcement activity and prioritiedDeember 2012, the

Commission issued a Strategic Enforcement Plan (SEP) for FYs2Z21B3as a successor

to the 1996 National Enforcement Plan (NEP). The Commission revised its Strategic
Enforcement Plan in 2017The SEP foFYs 20172021 was a successortte SEP for

FYs 20132016 which was a successor to the 1996 National Enforcement Plan (NiEP)

1996 NEP, among other things, delegated authority to the General Counsel to initiate
litigation without the express vote of the Commission, except in celédined
circumstances)Both SEPs established substantive area priorities and set forth strategies to
integrate all components of the EEOC's private, public, and federal sector enforcement to
have a sustainable impact in advancing equal opportunityreeddm from discrimination

in the workplace.

The SEP focusesffortson those activitieBkely to advance equal opportunity and
freedom from discrimination in the workplac&he SEP recognizes that to be effective as
a national law enforcement agenttye Commission must focus on those activities that
have strategic impactStrategic impacts definedas a significant effect on the
development of the law or on promoting compliance across a large organization,
community, or industry.The significance foan issue and the potential outcome determine
strategic impact, in addition to the number of individuals affected.
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The SEHor FY 20172021alsorecognizes that an individual charge or case can have
strategic impact, as defined abo\Effective strategic enforcement includes a balance of
individual and systemic cases, and of national and local isstlespwledginghat each
may have strategic impact in varied ways.

The SEP forFY 20172021clarifies the way the SEP substantive area priorities will be
integrated intdheE E O Cchasge management systeahe Priority ChargeHandling
Procedures (PCHRhich was first created in 19951t alsoreaffirms the importance of
strengthening the integion of staff efforts across programs and offices and ensuring
accountability to operate as "One EEOQHese efforts are essential to ensure that the
agency's resources are leveraged most effectively.

Performance Measures 1 through 5 were developéldeb§ommission, including their
correspondingsumeasures, to track the agency’s pro
Performance SuMe asur e 1b also tracks the perfor mar
partners.

Table4, shownbelow, outlinesourbdget i nformation for the ag
programs under Strategic Objective I.

Table 4: Budget requestSummary for
Strategic Application of Law Enforcement Authorities

FY 2018to FY 2020
(Dollars in thousands*)

FY 2018 FY 2019 FY 2020
(Actual) (Enacted) (Request)

Private Sector Enforcement $298,800 $296,600 $279,840

Administrative Charge Resolution 199,857 201,519 190,132

Mediation 23,986 23,051 21,748

Litigation 74,957 72,030 67,960
State and Local 29,500 29500 28,025

Federal Sector Enforcement $45,200 $47,400 $41,935

Hearings 24,860 25,957 22,964

Appeals 14,012 15,124 13,380

Mediation 904 903 799

Oversight 5,424 5,416 4,792
$373,500 $373,500 $349.800

*May not adddue to rounding.
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B. Performance Measures and Results

Performance Measure 1 for Outcome Goal I.A.:By FY 2022, a significat proportion

of the EEOC andrair Employment Practices AgencidsHPA) resolutions contain

targeted, equitable relief.

Sub-Measure 1a: By FY 2022,8688per cent of the EEOCO&6s resaqg
equitable relief.
FY 2018 FY 2019 FY 2020
Targets 80-82% Increase targets to 84%. | Increase targets to &6%.
Results 91%
n Target Exceeded

An important activity undertaken by both the EEOC and state and local FEPASs is

negotiating resolutions of charges after an investigation has determined that there is
reasonable cause to believe that unlawful employment discrimination has occurred. It is
neither appropriate nor feasible to set a target for the number of reasonable cause
determinations the agency makescause every investigation is dependent on the facts of
the case. However, it is appropriate to set a goal for the type of relief thiat bBbaought

in resolutions of cases once reasonable cause has been found.

The FY 2018 target for Performance Sdkasure la is for at least-82 percent of the
t o c dangeted equitabla relgfanieans ,

EEOC’ s

resol

uti ons

any nonmonetary and negeneric relief (other than the posting of notices in the

workplace about the case and its resolution), which explicitly addresses the discriminatory
employment practices at issue in the case, and which provides remedies toighedggr

individuals or prevents similar violations in the future. Such relief may include

customized training for supervisors and employees, development of policies and practices
to deter future discrimination, and external monitoring of employer actisrag@opriate.

As ofthe end of th&Y, the agency had exceeded the targeted range; repb)304
administrative resolutions and legal resolutions with TER out of a toia#a8

resolutions, oB1 percent.

Sub-Measure 1b: By FY 2022,17-19 percent o FEPA resolutions contain targeted, equitable
relief.

FY 2018 FY 2019 FY 2020
Increase targets to Increase targets to

Targets 15-17% 15517 5%, 16.18%.

Results 17%
(| Target Met
Fiscal Year2020 CongressionaBudgetJustification Page27
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The FY 2018 target for Performance Sdkasure lhvasfor at least 1517 percent oFair
Employment Practices Agencies (FEPA) resolutions contain targeted, equitable relief. As
of the end of th&Y, the FEPAs hathetthe targeted range of 4& percent; reportin§90
FEPA merit resolutions with TER out 6f863merit resolutions, or 17 percent.

Both SubMeasures 1a and 1mder Performance Measuratke designed to encourage the
EEOC and the FEPAs to seek relief in these cases that goes Ineyoathrydamages for
individual victims of discrimination Peformance Measure Ifior FEPAs also recognizes
that with differences in their administrative procedures, other types of resolutions where
targeted, equitable relief is secured should be inclubdile it is important that the

EEOC and FEPAs seek meaningtlief for individuals, the ultimate interest thfe
Commissiormust be to proteall employees and jebeekers from unlawful

discriminatory practices.

Performance Measure 2:By FY 2022, the EEOC favorably resolves at least % oft he agen
enforcement lawsuits.

FY 2018 FY 2019 FY 2020
Targets d%oft he agency [90%oft he agency’ en?c()):/c(:’eor;tenrt] I.;alwsuailtsga?er
9 lawsuits are favorably resolved |lawsuits are favorably resolved
favorably resolved.
Results 96%
n Target Exceeded

Performance Measure 2 places a premium on maintaining the high level of successful
resolutions in our litigation program. Successful resolutions include cases decided by
favorable court order and those concluded through a consent decree or a settlement
ageement in litigation. Achieving success this measure will ensure that we continue to
exercise our prosecutorial discretion responsibly, while allowing us to take on challenging
issues and litigate complex casegluding cases of systemic discrimiiof. As stated in

the SEFor FYs 20172021, effective strategic enforcement includes a balance of
individual and systemic cases, ahdse involvingnational and local priogtissues
recognizing that each may have strategic impact in varied Whigsmeasure is significant
because the achievement of success in cagsg priority issues under ti8EPis often
challenging and resourgetensive especially in cases involving emerging or developing
issues and systemic casd3ur goal for thisneasure is to reach and when possible exceed
our ambitious targets through FY 2022.

The FY 2018 target for Performance Measurea®for9 0 per cent of t he
enforcement lawsuit® befavorably resolved. As dbeptember 3018, the agency Ha

far exceeded the target; reporting thdbout of 141, or 96 percent of its enforcement
lawsuits were favorably resolved.

Page28 Fiscal Year 2020 Congressional Budgatstification

ag



Performance Measure 3: Each year through 2022, the EEOC reports on its efforts to identify and
resolve systemic disrimination.

FY 2018 FY 2019 FY 2020

Targets Report issued. Report issued. Report issued.

The report was issued November 1,
Results |2018.

n Target Met

Performance Measure 3 focuses on the use and reporting of data to ensure tHeaEBOC
coordinated, strategic, and effective approach to systemic enforcement. To track our
progress in identifying and resolving systemic discrimination, this performance measure
will require that the EEOC maintain data and report annually

Informationon the number of ongoing systemic investigations, the number of systemic
resolutions, systemic conciliation rate, monetary relief recovered, and examples of
systemic investigative r es201BBerforrmanceandr e av ai

Accountability Report

Performance Measure 4:By FY 2022, a TBD% of federal agencies subject to oversight activities or

compliance reviews change their e mpdnmgndatons
FY 2018 FY 2019 FY 2020
Targets Establish a baseline and |, 0 ;ce targets to TBD%. Increase targets to TBD%

project future targets.

The agency established a
Results baseline and projected
future targets.

n Target Met

Performance Measure 4 recognizes that because the federal government is the largest
employer in the United States, reducing unlawful employment discrimination in the federal
sector is an integral part of combatting employment discrimination. Moreowbe as

largest employer in the United States, the federal government has tremendous influence
over the employment practices of private and public employers in the United States and
around the world. Thus, the promotion of equal employment opportunity fadbeal
government can positively impact all employees anesgdkers.

The FY 2018 target for Performance Measuweaéto establish a baseline and project
future targets for the number or percentage of agencies that successfully change their
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practices.In FY 2018, the agenagentified the appropriate data for establishing baselines
and initiating benchmarking activities. Tfadlowing baselinesvere established.6

percent of federal agencies have compliant reasonable accommodation procedures; 48
percent of federal agencies have a compliantlhatassment policy; and 45 percent of
recommendations made in agency programs evaluations compl€té®016 are
substantially implemented. Future targets were also established based on reasonable
accommodabns procedures, adtiarassment procedures, and program evaluation
recommendations.

Performance Measure5 for Outcome Goal I.B.: By FY 2022, a significant proportion
of investigations, conciliations, hearingsd appeals meet established quality gater

Performance Measure 55ub-Measure 1a: By FY 2022, 88% of charge investigations and
conciliations meet criteria established in the Quality Enforcement Practices (QEP) Plan.

FY 2018 FY 2019 FY 2020
84% of investigations mee o o
Targets criteriaestablished in QEP Increase targets to 85%. Increase targets to 86%.
Results 88% of investigations met
criteria established in QEP|
n Target Exceeded

Performance Measure 5 buiforé 20122017vitea EEOC’
metric focused on quality in both the private and federal sector programs. In September
2015, the Commission approved a plan for Quality Enforcement Practices for Effective
Investigations and Conciliations (formerly the Quality Control Plan) and kra@whe

QEP. The QEP promotes the rigorous implementation of quality investigations and
conciliations with progress goals established for each year of the Plan. In FY 2016, the
EEOC applied the criteria established under the QEP to a sample of inveistgatd
conciliations to establish benchmarks for offices to use in FY 201FY 2018, we used
those benchmarks to project future targets. Eigigirt (88) percent of current inventory
files reviewed during technical assistance visits met the créstablished in the Quality
Enforcement Practices Plan.

Performance Measure 5Sub-Measure Ib: By FY 2022, a TBD percentage of federal sector hearings
and appeals meet criteria in the Federal Sector Quality Practices Plan.

FY 2018 FY 2019 FY 2020

Establish a baseline and

0, 0,
Targets project future targets. Increase targets to TDB%. |[Increase targets to TBD%.

The agency established a
Results baseline and projected futy
targets

n Target Met
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Performance Measure 5 also provides targetquality work in the federal sector. The

Federal Sector Quality Practicean(FSQP) (formerly the Federal Sector Quality Control

Plan) was approved by the CommissionJanuary 10, 2017 andcludes quality

components for hearings and appeals. The F8&Pincludes quality criteria for the

Commi ssion’s oversight of federal agencies
barrier analysis plans, evaluating federal agency complaint processes, and offering

technical assistance to federal agencies.

TheFY 2018 target for Performance SMeasure lhvasto establish a baseline and
project future targets for federal sector hearings and apjeeakset criteria established in
the FSQPThe agency implemented a checklist for assessing quality practicespdied ap
it to a sampling of draft decisions to create a baseline from which to set Federal Sector
Quiality Practices Plan quality improvement goals in the outlying years. The baseline
established was 80 percent of the filemest the quality standards.

C. Program Areas

1. Private Sector Enforcement

Management of the Charge Workload

Thepubl i c’ s teEeE@@'ds foer vi c e sofdisaiminaisgol ve ¢ h:
continues to challenge the agency, even asmwest in staff and systems to strengthen
our enforcement, deliver excellent service to the public, and promote compliance with
federal civil rights laws. 1Y 2017, the EEOC resolve®9,1® charges, a84,254

new charges were filed with the agend¥ith focused attention on reducingrou

pending inventory, the results for FY 2017 reflect a dramatic decline of 16.2 percent,
to 61,612 charges. In FY 20Me maintairdthe trend of resolving more charges

than our receipt levelsesulting in a 19.percentdrop in our pending inventory, to
49,607 As a result, we project a continued decline in inventodgt851charges in

FY 2019 Through the leadership of Acting Gh&ictoria Lipnic, theEEOC has
prioritized reductions in its inventory in order to build a more effective enforcement
program. The focusaatiority of the Acting Chair Id to the reductions realized in FY
2017 and FY 2018.However, without any hiringf investigators and mediators or

the ability to backfill vacancies starting in FY 2019, the agency will return to a cycle
of an increasing pending inventory, growing to42gin FY 2020, 45,740 in FY 2021

and 47055in FY 2022. This willreversethe curent trend, and by F202Q the

EEOC will be receiving more charges than it resolvébe budget levels requested in

FY 2020 willyield a loss of 50 investigators and mediator staffing will remain
stagnant after three successive years of losses of areril® positions.

Theprojected reductions to the pending inventibit are charted through FY 2020

before increasing back to higher levels by FY 2022 heea due tmther

management initiatives. Beginning in r2@17and throughout FY 201&herewasa

renewed focus on achieving and maintaining a balanced and abstamventory.A

variety of strategies have been discussed and shared with Field senior leadership to be

i ncorporated into their | ocal mmeetahgie me nt
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currentworkloadandto maximize efficiencies to charge investigation and resolution.
This includes reemphasizing intake interviews with Potential Charging Parties to help
sharpen issues and give us more information by wiichtegorize thelarge and

using office stand downs to review charges in the inventory and identify the next steps
needed to resolve the charge.

This emphasis recognizes that in periods of limited resources, we must continually focus
on alternatives that will enable usremluce thénventory to a sustainable level.

Throughout FY2019and FY202Q we will continue to utilize this approach as part of a
multi-pronged effort to ensure that we are managing our inventory efficiently while
providing quality customer service ¢barging parties and respondents. Additionally,

we will continue to focus on innovative approaches amaMvest in training and

systems to better manage the charge workload and better serve the plbkEOC

is committed tdully utilizing Priority Charge Handling Procedures (PCHP), which

focus agency resources on charges where the government can have the greatest impact
on workplace discrimination. Training of staff in effective case management through
the rigorous use of PCHP is critical to effitie@esolution of chargeslhe agency

trained52 investigators in FY 20141 new investigators in FY 20B88d plans to

conduct similar trainingn FY 2019for all newly hired investigatonsho came ofoard

in FY 2018andearlyFY 2019. Significant resources have been devoted to
transformingheEEOC’ s paper system to a digital
features to provide the parties with online capabilities to interact with agency staff,
submit relevant documentndreviewtheir charge statusin earlyFY 2018, we fully
migrated our Online Intake System to all of our field offices after concluding our pilot
launched in FY 2017This coupled with the advances in technology, commitments to
incorporate PCHP throughout the chargedifcle strategies for achieving a balanced
inventory,and effective staff training, will ensure thlae EEOC will be positioned to

assure sound workload management and provide enhanced customer sEixi2z81a

and beyond.

Chart 2belowshows pendingnventorydecreasefom FY 2016 throughFY 2019 but

with thehaltin hiring beginning inmid-FY 2019 there will be noreplacement of

staff. The graduainventory increaseresults from theipwardtrend in receiptgven

with a renewedocus on inventory reduction strategies and inventory management
approaches, both of which offset the drop in overall staffinge FY 2016 However,

as the chart reflects, due to the lack of hiring activity, the pace of receipts will exceed
resolutionsbeginning in FY 2020 and will continue FY 2021 and FY 2022,

resulting in a steady rise in pending inventory in those years.
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Chart 2: Private Sector Charges Pending Ending Inventory

Private SectorCharges Pendingat Year End for
FY 2016 to FY 2022

Private Sector- Pending Inventory

43,851 44,426

FY 2016 FY 2017 FY 2018 FY 2019 FY 2020 FY 2021 FY 2022
Act.* Act.* Act.* Proj. Proj. Proj. Proj.

Chart3 belowdepicts the actual Workload for Private Sector EnforcementYer F
2016through2018 and projected Workload through R02. As Chart 3
demonstrates, we experienced an increase in receipts in FY 2016, followstebhgya
declinein FY 2017through FY2018, with aprojecteduptick beginningn FY 2019
throughFY 2022.

The chart also reflects the steady decline in inverttogugh FY2019 which will be
achieved in spite of projectaacreases imeceiptsand no staff hiring in FY 2019 and
beyond. Beginningin FY 2019there is a steady decliner@solutions due to laalt in
hiring that beginsn FY 2019. The inventory level will grow beginning in FY 202
andwill continue into FY 2022 due to the-going lack of new hires or replacements
of departing staff.The efforts to manage the inventory will include a continued focus
onvigorously using its prioty charge handling procedures (PCHB)well as
incorporating other strategies
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Chart 3: Private Sector Enforcement Program Workload Table

Private Sector Enforcement Program Workload Table
FY 2016 to FY 2022

Private Sector Enforcement Program Workoad
Table

120,000
100,000
80,000
60,000
40,000
20,000

0 FY FY FY FY FY FY FY

2016 2017 2018 2019 2020 2021 2022
Act*  Act* Act* Proj. Proj. Proj. Proj.

=== Receipts 91,503 84,254 76,418 77,755 79,116 78,325 78,325
=== Resolutions 97,443 99,109 90,558 84,281 79,312 77,742 77,742
=m==Pending Inventory 73,508 61,621 49,607 43,851 44,426 45,740 47,055

*Pending beginning inventory adjusted to reflect charge activity spafiveg

Table 50n the next pagdetailsthe actualprivate sector charges receiveddstute

for FY 2016- FY 2018 andthe projectedchargeghroughFY 202. As can be seen

by Table 5 the largest portion of the charges received by the agency involves those
with allegations covered by Title VII
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Table 5: Charges Filed by Statute

Charges Hled by Statute
FY 2016to FY 2022

2016 2017 2018 2019 2020 2021 2022
(Act.) (Act.) (Act.) (Est.) (Est.) (Est.) (Est.)

Title VIl Only

Charges filed 46,833 | 42,937 | 38,427 | 39,362 | 40,051 | 39,651 | 39,651

Charges resolved 49,834 | 50,406 | 45,392 | 42,555 | 40,046 | 39,254 | 39,254
Title VIl with Concurrents*

Charges filed 65,090 | 59,466 | 53,694 | 54,756 | 55,715| 55,158 | 55,158

Charges resolved 69,673 | 70,405 | 63,948 | 59,694 | 56,174 | 55,062 | 55,062
Age Discrimination in Employment

Act Only
Charges filed 7,648 6,782 6,066 6,216 | 6,324 | 6,261 6,261
Charges resolved 8,206 8,178 6,953 6,713 | 6,317 | 6,192 6,192

Age Discrimination in Employment
Act w/Concurrents

Charges filed 20,857 | 18,376 | 16,911 | 17,083 | 17,382| 17,208 | 17,208
Charges resolved 22,594 | 22,430 | 19,943 | 18,817 | 17,708| 17,358 | 17,358
Equal Pay Act Only
Charges filed 48 24 43 33 34 33 33
Charges resolved 57 41 39 36 33 33 33
Equal Pay Act with Concurrents
Charges filed 1,075 996 1,066 1,002 | 1,019 1,009 1,009
Charges resolved 1,201 1,225 1,214 1,086 1,022 1,002 1,002
Americans with Disabilities Act Only
Charges filed 16,012 | 15,350 | 14,207 | 14,311 | 14561 | 14,416 | 14,416
Charges resolved 16,479 | 17,253 | 16,627 | 15,073 | 14,184 | 13,904 | 13,904
Americans with Disabilities Act
w/Concurrents
Charges filed 28,073 | 26,838 | 24,651 | 24,925 | 25,361 | 25,108 | 25,108
Charges resolved 29,575 | 30,946 | 29,511 | 26,891 | 25,305| 24,805 | 24,805
Genetic Information Nondiscrimination
Act Only
Charges filed 30 23 16 19 19 19 19
Charges resolved 24 27 18 20 19 18 18

Genetic Information
Nondiscrimination Act

w/Concurrents
Charges filed 238 206 220 207 211 208 208
Chargegesolved 248 267 288 248 233 228 228
Total*
Charges filed 91,503 | 84,254 | 76,418 | 77,755 | 79,116 | 78,325 | 78,325
Charges resolved 97,443 | 99,109 | 90,558 | 84,281 | 79,312 | 77,742 | 77,742

*Totals for all charges do not equal the sum of all statutes bensarsecharge filings allege issues/bases under more
than one statute.
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Mediation Program

A key component of the Commission’s enfor
emphasis on the use of alternate dispute resolution (ADR) as an effective tool to

quickly resolve charges of discrimination when appropriate. We continue to pursue

efforts to secure greater participation by employers, through the use of our universal
agreements to mediate (UAM), informational materials and outreach events that

highlight the benks of mediation for employers.

Additionally, the program continues to receive positive feedback from participants.

Based on the responses to an annual survey of participants in our mediation program,
charging parties (employees, job applicants, and retirees) and respondents continue to
express their confidence in the level of service provided under this process. In FY

2018, 97.2 percent of all participants indicated that they would utilize the mediation

process in a future charge filed with the EEOC, and we anticipate similar resuoits f
ourFY2019s ur vey. This is a direct measure of
mediation program. Furthermore, successes in our mediation program result in fewer
charges that remain in our inventory for investigation, thus alleviating the growth of

the overall charge inventory.

The mediation program continues to enhanc
resolve discrimination chargest the conclusion oFY 2018, the agency achieved
6,754 successful resolutions out of 9,437 conducted compareel 70218 successful
resolutions out of 9,476 conducted in FY 2017. During FY 2018, mediations were
completed in an average @9 days with ovef$165.8 million in benefits secured
compared to 100 days ander, $163.6 million in benefits obtained Y 2017.

Federal sector mediations conducted by mediation staff increased dramatically in FY
2018 with 1,116 sessions conductea remarkable 436 percent increase from the 256
sessiongonducted in FY 2017The Commission anticipate® hiring activity for

new mediators in FY2019andFY 2020. This continues the lack of any mediator

hiring activity since FY 2017. As a result, we project a lower level of resolutions
through oumediation processThis requesalsoretains the FY2019 contract

mediation budgelevel of $440,000 for F2020- FY 202. These funds allow us to
continue to provide a fair, efficient and timely forum to resolve charges where staff
mediators may not be availabl&raining in FY 2018 was provided both to thBR
Coordinatos who maage the program in our Districts, as well as separatang

that brought together all mediators and Coordinators for the first time in almost 20
years. The training highlighted program achievements, shared updates on decisions
which affecttheEEOC enforcement, discussed strategies for win/win resolutions
and identified approaches Targeted Equitable Reli¢TER) in mediation

agreements. Other focus areas included unique issues involved in the mediation of
charges alleging sexual harassment, ssgftil strategies for motivating participants to
resolution, securing agreements to mediate, and employee performance goals.

Outreach to employeepresentatives and other stakeholdegblights thevalue of
ADR to resolvecharges of discrimination filed with the Commissidrhesuccess of
the mediation program busd persuasive case hbelpconvince employers to
participate in our mediation progrario that end, the Commissidiopes to maintain
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the progress achieved Y 2018where the Respondent participation rate increased to
27.6 percent from the 26.1 percent reported during FY 2017, foomisipgpviding
information to smaller employers that, in the past, have declined to participate in the
program. In addition tothese efforts, the agency continues to promote the program
through Universal Agreements to Mediate (UAMs) with employ&gthe

conclusion oY 2018 the agency secured a cumulative total 80Z2agreements to
mediate a4 percent increase over thearyear

Chart4 below depics total mediations most meliations are conducted by staff, while
contract mediations accouiatrr less than 10 percent of the total mediations.

Chart 4: Private Sector Enforcement Program Mediations

Private SectorEnforcement Program Mediations
FY 2016 to FY 2022

Private Sector Enforcement- Total Mediations

7,989

FY 2016 FY 2017 FY 2018 FY 2019 FY 2020 FY 2021 FY 2022
Act. Act. Act. Proj.* Proj.* Proj.* Proj.*

*May not add due to rounding

a. State and Local

Theenacted=Y 2019appropriatiormaintainsFY 2018funding for State and Local
activitiesof $29500,000 TheFY 2020requestthough lower than the FY 2019

level, at $28,025,00Will continue to fund our relationship with the Fair
EmploymentPractices Agencies (FEPAS) and Tribal Employment Rights
Organizations (TEROs). The FEPAs h#ipEEOCresolve charges of

employment discrimination amrevent duplication of effort, resulting in a more
efficient use of resources for bdtire EEOCand tle FEPAs. They also participate

in the development and presentation of outreach and education events, frequently
joining withthe EEOC field staff, to explain the provisions of Federal, state and
local laws regarding employment discrimination to variowsigs and other
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members of the publicSimilarly, TEROs help the EEOC in addressing issues of
employment discrimination on or near Indian reservations.

We havestrengtheadour relationship witilfTEROsandFEPAsandidentified areas

where we can achievefiefencies for all partiesThe primary focus continues to

be on information sharing, training and enhanced communication betimeeen

EEOCand itsTEROandFEPApartners. The EEOC offices continued to use the

model MOU, approved by the Commission just beféYe2013, as a template for
agreements with individual Indian tribes. Under the MOU, each tribe wishing to

enter into an MOU withthe EEOCmustfirst adopt a nostiscrimination ordinance
coveringemploymen on the tribe’s reservation or

We havealso continued tengage in more focused dialogue with our FEPA
partners to implement the strategic goal that links the FEPAs accomplishments to
theEEOC’ s St r at e gpredoudiedeveloding mdcmisiris sugh as
model worksharing agreements to encourage FEPA supp@&trafegic

Enforcement Pla{SEB priorities. Moreover duringFY 2017and FY2018 we
continued to provide training and guidance to the staff of our FEPA partners either
in person ovia webinars on a range of topics including charge processing and
technical discussiorend will retain this model into FY 2019 and beyond

Throughout~Y 2017and FY2018,the EEOCworked toenhance our Digital

Charge System (DCS) to provide electronic notifications and document exchange
betweerthe EEOC and FEPAs. Thimodernization effortttheEEOC’ s char ge
management system, with which FEPAs are provided access to process their own
charges of discrimination, enables the EEOC &&dPAS to receive electronic
notification of Charges of Discrimination (Form 5) that are diladl with the
corresponding agencys well ahaveaccess to electronic copies of the Form 5 and
Notice of DualFiling data(Form 212) and replaces the practice of transmitting
copies of duafiled charges by paper and maih FY 2019 OFP and OITwill

continue towork cooperatively to identify angrovidetechnology enhancemerits

our State and Local Programs

During FY 2018 State and Local Programs receiv@d.$ million as part of the
agency’s overall appropriation. The rei
charge.

TheEEOC field offices will continue to invite FEPAS in their jurisdiction to
participate in training offered the EEOCstaff. In addition,the EEOCcontinues
to explorenew technologiethat would even more effectively enhance
communication.The EEOCconinued to gather and monittargeted equitable
relief (TER) data repoedby FEPAs. For FY 2018 the proportion of FEPA
reported resolutions containing TER was within the range of the(A8target of
15 to 17 percentThis will remain a focal point ifY 2019,as we continue to
identify opportunities to link technology advances with improved interactions with
our partners Table 6below depics the actual State and Local receipts, total
resolutions and pendingvantory forFYs 2016 - 2018, and projections foFY's
2019- 2022.
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Table 6: State and Local Workload Projections

State and LocalWorkload Projections
FY 2016 to FY 2022

State and Local Workload Projections

50,000

45,000

40,000

35,000 -

30,000 -

25000 (actual) | (Actual) | (Actual) | (Est) | (Est) | (Est) | (Est)

FY 2016 | FY 2017 | FY 2018 | FY 2019 | FY 2020 | FY 2021 | FY 2022
® Receipts 39,129 | 37,234 | 37,887 | 38,814 | 38,814 | 38,814 | 38,814
Resolutions 38,794 | 37,849 | 37,138 | 39,837 | 39,837 | 39,837 | 39,837
uPending Inventory 45,966 | 43,945 | 46,001 | 44,167 | 42,333 | 40,499 | 38,665

Systemic Program

Tackling systemic discrimination where a discriminatory pattern or practice or
policy has a broad impact on an industry, company or geographie ss@art and
parcel ofthe mission othe EEOC. Systemic discrimination creates barriers to
opportuniy that causewidespread harm to workers, workplaces, and our economy.
Systemic investigations and lawsuf§iciently address significant legal issues, broad
policies, or have Broad impacbn an industryprofession, compangr geographic
area. Without systemic enforcement, many discriminatory systems and structures
would persist leading to more harm to individuad$ such discriminatory practices
and potentially more individuals filing charges of discrimination against their
employers.Research studies also document that systemic enforcement is a greater
driver of employer compliance than individual investigations or cases.

TheEEOC has worked to remove discriminatory obstacles to equal opportunity and to
institute promising practicana thousands of workplace#s a direct result athe

EEOC systemic investigations and lawsuits over the pastearsmany thousands

of workers have received jobs, wages, and benefits and many more have benefited
from positive changes in workplace ptiaes. Notably,the EEOC tripled the success

rate for conciliation of systemic matters from 21 perceletoveen 45 64 percent
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over the past decadmdthe EEOC's litigation program has achieved a remark@ble
percent success rate in its systemiesas/er the past 10 yedterough FY2018.

In FY 2018, the EEOC field offices resolvedver 410systemic investigations and
obtained over 30 million in remedies during the administrative process. These
resolutions included voluntary conciliation agremnts inover115systemic
investigations in which the Commission had foueasonable cause to believe that
discrimination occurredAt the litigation phasehe EEOCresolved26 systemicsuits
in FY 2018 for a total of $2.7 million in remediedor 6,926 victims

Coordination of systemic investigations and cases has significaotgased, with

staff regularly sharing information and strategies on systemic cases and partnering
across officeon lawsuits. The agency islsoexploring approaats to relief where

the interests of the employees, employer, thedEEOC align to result in lasting
improvements to workplace practices and policies.

b. Litigation

Since 1972, the Commission's litigation programgs®sed a vital role in fulfilling

our mandate to enforce the federal civil rights employment |&esognizing its
resource limitations, the Commission has long emphasized that the litigation
program should focus azaseghat have the potential to impanultiple

workplaces or large groups of applicants or employees, emerging issues where the
agency's expertise may be especially critical to achieving a successful outcome, and
individual cases where broader law enforcement goals can be advanced with the
suwccessful resolution of the cask addition, the litigation program focuses on
population groups and geographic locations where private enforcement of anti
discrimination laws is rare, and individuals have minimal access to the legal system
to protect tleir rights.

Consistent with the Commission's SEPFYs 20172021, the agency has been
successful in ensuring that the great majority of the cases selected for litigation
raise priority issues, including discriminatory barriers to employment (chiefly
recruitment and hiring practices), patterns of harassment, emerging legal issues,
protecting the rights of immigrants and other vulnerable populations, and
discriminatory pay practicedn all of our litigation, the EEOC seeks to secure
substantial injunitve and equitable relief as well as appropriate monetary relief for
all aggrieved individualsin FY 2018, we used our litigation program to continue
the national dialoge about sexual harassment in the workplace, increasing our
litigation in this area and highlighting cases involving the plight of vulnerable
workers and employer responsibility to prevent and remedy reports of harassment.
In all, wefiled 66 lawsuits chadinging workplace harassmeriorty-one of these

suits alleged a hostile work environment of sexual harassment, representing a 50
percentincrease over the priétY. Thirteen other suits raised claims of hostile
work environment based on rac€hirty-four harassment suits were class cases,
and another 5 were systemic casé#e successfully resolved 38 harassment suits,
which was exactly twice as manytag prioryear. The EEOC recovered about
$14.5 million for 376 victims of harassment through itgdition program,
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eclipsing by a large margin the relief obtained and the number of victims benefited
last year ($2.2 million for 36 victims).

In FY 2018, the agency fileti99 enforcement suitground 8ercentmore tharthe
amount filed in the previousY (184). The filings inFY 2017 and~Y 2018

reversed a significant declining trend in litigation filings that begdfir2011,

sinking to 86 flings irfFY 2016 The agency expects to fiightly fewer
enforcemensuits in FY 2019 and again in FY 2020 light of the expected net

loss of around 25 attorneys over that perigéhile we will continue our focus on
workplace harassment, it is likely that our litigation activity in this area will slightly
decline with thisBudget requestHowever, ve expect large number afases
including systemic suit$p remain in our active docket given the rise in filings in
FY 2017 and 2018In addition, we expect that Commission attorneys will continue
to spend a significant portion of their time working closeithwnvestigators to
develop investigation plans, interview witnesses, analyze evidence, and assist in
charge resolutions

The Commission'sesource investments in its litigation program have paid
dividends. Since at least FY 2010, the EEOC has averaig@drable outcome in
over 90 percent of its suits. Even in its systemic litigation, which is more complex,
the EEOC has averaged a favorable outcome in approxin@dtplrcentof its
systemic suits over the past ten yeahde expect to continue this higevel of

success with thiBudget request

2. Federal Sector Programs
a. Federal Sector Enforcement Activities

In the federal sectothe EEOC enforcestatuteshatmandatehat all federal
personnel decisions be made free of discrimination on the basis of race, color,
religion, age,sex, national origimeprisal genetianformationor disability These
statutegequire that agencies abtish a program of equal employment opportunity
for all federal employees and job applicantsie EEOC has adjudicatory
responsibilities in the federal EEO complaints process and oversight
responsibilitesfor federal program

As a resulbf the2012revisions toCommission regulatiorst 29 C.F.R. 8§
1614.102e) t he Commi ssion’s Strategic Pl an,

Feder al Sector Complement Plan, the Comn
workingwitha genci es’ Eoke@sur® teyagoorapiiast with all of the

Commi ssion’s regulations, decisions, pol
coll aboration and coordination by all/ of

componentgspeciallycritical.

In the federal sectothe EEOCworks toensure that the federal government is the
leader in creating an inclusive, barffeze workplace that empowers employees to
achieve superior results in service to our coun@gncurrent with these efforts,
agencies must position themselves to attracelde and retai a highlyqualified
workforce that can deliver results to the American people. Equal opportunity in the
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federal workplace is key to accomplishing this goal; agencies must fully utilize the
talents of all, without regard to race, colorjgen, national origin, sex, age,
disability or genetic information.

Title VII of the Civil Rights Act of 1964 and Section 501 of the Rehabilitation Act
of 1973provide the Commission with itrandate that all federal personnel
decisions be made free difcrimination andequire federal agencies to establish
affirmative programs of equal employment opportunity (EEO) for all federal
employees and job applicants (42 U.S.C. §2aD®and 29 U.S.C. §791). Under
these laws, and through subsequent statutearaeddments, Congress gdke
EEOC oversight responsibility over EEO programs in the federal government to
ensure that equality of opportunity is provided toriearly threemillion men and
women across the country and around the world who have dedicabechreers

to public service EEOC Management Directive 7{8ID-715)is the roadmaghat
guidesagenciesn identifying andremovng barriers to equality of employment
opportunity so that the American people have a model federal work force that fully
ref l ects everyone's contributions.

Additionally, Congress mandated thlae EEOC act as the enforcement authority
for complaints of discriminatiobrought byapplicants and employees in the federal
sector. The Commission implements this authority thraeghlations that

establish procedures for federal employees or job applicants to file complaints of
employment discrimination. The agency charged with discrimination is
responsibldor informal counselingand,if a complaint is filed and that complaint

is acceptedthe agency is also responsilibe investigating the claims raised

therein. At the conclusion of the investigationafter 180 day#ollowing the

filing of a complaint, theomplainant may request a hearing before an EEOC
Administrative Jude (AJ). Instead of requesting a hearjiige complainant may
request that thagency issue a final decisiononthe mateh e agency’ s f i n
decision or final action after a hearingnaybe appealed to the Commission.

b. Federal Sector Improvements Hearings

The overarching goal of the federal sect
laws outlawing employment discrimination in the federal workplace. One way the
Commission fulfills this mandate is through its vigorous federal sector hearings

program. With 24 hearing units located throughout the United States, the program
provides federal sector complainants with a full, fair, and impartial adjudication of

their EEO complaints.

In FY 2018, the EEOC securedver$85 million dollars in relief for paies who

requested hearing#t the end ofFY 2018, there were a total @&,926hearings

requests received, which reflectdecreasef 13.6 percentover the number

receivedn FY 2017 (8,012). Additionally,in FY 2018,t he Commi ssi on’ s
hearings program resolved a totaBg#62 complaints, which islramatic increase

of 30percentabovethe level inFY 2017 (6,661). In bothFY 2017 and~Y 2018

the Acting Chair made the hiring of Administrative Judges a prigkgyour

workload table below projects, with the full productivity of our new hires made in

FY 2017 and FY 208 as well as other enhancements made to our hearings process
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resolutions are anticipated to clirbl2 percent over théY 2018 level t09,112in

FY 2019 and a furthe.4 percentincrease irFY 2020, to 9,786 resolutions. We
project as shown in Tabl@, thatwith theincreaseof resolutions irFY 2018

coupled with the processing enhancements implemented durify ttat led to
thefirst drop in inventoy in many yearso 13,612 by FY 20D, the inventory will
further decline td2,117 and by FY 2020, the inventory level will 38 percent
lower than FY 2017, with a continuing decline in FY 2021 and FY 2022
However, these projections are dependentupaintaining a consistent number of
administrative judges across thésés to ensure that resolution levels forecasted
are achieved.

Table 7: Hearings Workload Projections

Hearings Workload Projections
FY 2016 to FY 2022
Workload FY 2016* |FY 2017 |FY 2018 FY.2019 FY‘2020 FY‘ 202 FY ‘2022
(Actual) (Actual) | (Actual) [(Estimate)|(Estimate)| (Estimate) | (Estimate)

E'g;{r'lr;]?jg 12,161 | 13,624 | 15,465 | 13,612 | 12,117 | 9,948 | 8,048
Receipts 8,193 8,012 6,926 7,735 7,735 7,905 7,905
Consolidations |  (50) (89) (118 (118) | (118) (118) (118)
Total Workload | 20,304 | 21,547 | 22273 | 21,229 | 19,734 | 17,735 15,835
Resolutions 6,792 6,661 8,662 9,112 9,786 9,687 9,768
Pending 13,512 14,885 | 13,612 | 12,117 | 9,948 8,048 6,067

*Pending beginning inventory adjusted to reflect charge activity spafveg

These workload projectionscludethe positive impact we anticipate with the full
implementation of the federal Case Management Syskeraccordance witkthe
Strategic Plarfior FYs 20122016 the federal sector working group created a Case
Management System to provide a mechanism for identifying and categorizing the
federal sector hearings and appeals inventory and for tracking Commission
priorities. The goabf the system is to expedite and tailor case processing
commensurate with agency resourcébe systemwhich was piloted in four of our
field offices inFY 2014 was expandedationwideby the end ofY 2015 and was
fully operational and producing pos# resultsduringFY 2016.

The key feature of the hearings Case Management Plan is the requiremtind that
EEOC administrative JudgefAJ) hold an initial conference at the start of the
hearings process, consistent with the principle that early pveantervention by

the AJ, especially prior to the start of discovery by the parties, will lead to more
efficient adjudication of cases and an overall reduction in the time and resources
spent on a caselhebenefits of the initial conferenance the ceée management
plan was implemented nationallye: reduction in discovery disputes; discovery
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tailored to the needs of a particular case; improved allocation of resources; earlier
settlements; earlier resolution of procedural issues; better control cdgbe

assurance of the adequacy of the record; and an increase in quality of the ultimate
adjudication. Theresults from the hearings Case Management System are positive.
The initial pilot offices repoddthat the prehearing conferences facilitate
settementsetthepar t i es’ expectations and provid:
much discovery is needed. Identified benefits inclubeearly education; 2) early
mediation; 3) early identification of issues/partial dismissals/amendments; 4) fewer
motions; and 5) greater time to dedicate to the more substantial and complicated
cases, and to conduct research on novel isdieswill continue to evaluate and
guantify the efficiencies gained through this Case Management System while also
working to idently the most effective practices to increase efficiencies across the
agency.With the implementation of the initial conference step for all offices, this
has resulted ii@0 percentof all hearing requests received in FY 2017 having an
initial conference. Weawin FY 2018 the benefits from this processange
nationwideand anticipate this will continue into FY 2019 and FY 2020

The agency continued its focus on expanding thefisschnology to make the
federal hearings and appeals process faster and more efféativenore than three
yearsthe EEOC has provided agencies with a digital method for submitting
complaintrelated documentsDuring FY 2015, this digital process washanced

and integrated into our Federal Sector EEO Portal (FedSERjinning in 2017,
administrative judgelBave beemble to upload their orders and decisions for access
by theagenciesn cases before thenUsing the FedSEP portal, agencies can now
easily upload all documents for both hearings and app&hals.laid the

groundwork forplans toexpand FedSEP accesdHvi 2018 to complainantsvhich

will give all parties easy transmission and receipt of documents; allowing
complainants to request a hieg or appeal online; and allowing parties to review
the status of the hearing or appeal onlibese new digital complainant services
currently are being piloted, with an expected full roll out in 20ibSaddition to the
gains in efficiency and cosavings, these technological innovations will make the
hearings and appeals process more transparent for all parties and will reduce the
agency’s reliance on support staff to pr
the parties.

Priorities for thefederal sector hearings progrdanchedn FY 2018and
continuingthroughFY 2020includeexploringadditionaltools to leverage

technology in order to increase both the quality and efficiency of decisions issued
by its AJs, thereby helping to manage ginewing hearings inventorySuch
investmentswill further improve customer servi@nd increase efficiencider
individualsand federal agenciesilizing thefederal sector hearings process.

Chart5 on the next pagdemonstratethe actualworkloadandnumber of
administrativejudges assigned to handle hearing complaintsYer2016through
2018 and projectiongor FYs 2019 through2022 Based on recent dadéad as
outlined in Table 7 aboyéearings receip@reprojected taleclinein FY 2019
throughFY 2020, with a slight uptick in FY 2021 that will remain steady in FY
2022 The increase inesolutionsn FY 2018 resulted in part to tiéring that
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occurredduring theFY along with other enhancements to our processibed

aimed at streamling the assessment and actions taken on hearing compknts
2019will reflect a further increase in resolutioas the decline in inventory allows

for more timely processing of newly filed charges using the enhanced procedures.
The ability to increas the resolutions over the coming years will also be due to the
greater efficiencies achieved with technology enhancements for the hearings
process and expanded use of case management techniques, which will prompt a
steady decline in the pending inventtéinypough 202.

Chart 5: Federal Sector Hearings Workload

FY 2016to FY 2022

Federal Sector Hearings Workload
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c. Federal SectorAppealsPrograms

The Commission has thiesponsibility for serving as the neutral arbiter in the
federal sector for appeals from agency decisions on EEO complaints, collective
bargaining agreement grievances alleging discrimination against federal agencies,
and reviewing decisions by the Mergs$ems Protection Board containing
allegations of discrimination in appealable actions under 29 C.F.R. Part 1614.

The appellate decisions issued by the Commission serve as a vehicle for the
development and promulgation of the Commission's EEO policeifetteral

sector. Moreover, these appellate decisions express policy and legal interpretation
on emerging and evolving EEO law that impact workers and employers throughout
the nation. Finally, they serve to educate federal sector complainants, agemnties, a
the public sector about the law, guide agencies in their efforts to become model
workplaces, and vindicate the public interest in eradicating discrimination in
federal employment.
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The Commission ensures that its federal appellate adjudicatory funatefesr

and efficient, and that the decisions issued apply relevant law and precedent to the
unique facts presented in each individual case. The EEOC's federal sector appellate
attorneys exercise this adjudicatory responsibility while at the same time

recognizing their responsibility to effectively manage the appellate inventory to
ensure that decisions are issued as expeditiously as possible. The table below
details the EEOC's appellate adjudication results and projections.

Table 8: Appeals Workload Projections

FY 2016 to FY 2022
=
Workload FY 2016 | FY 2017 FY 2018 FY 2019 FY 2020 FY 2020 FY 2022
(Actual) (Actual) (Actual) (Estimate) | (Estimate) | (Estimate) | (Estimate)

Appeals 4,340 4111 3,658 2,942 3,311 3,910 4,779
Beginning
Receipts 3,523 3,831 3,604 4,500 5,000 5,000 5,000
Total

7,863 7,942 7,262 7,442 8,311 8,910 9,779
Workload
Resolutions | 3,751 4,284 4,320 4,131 4,401 4,131 3,861
Pending 4111 3,658 2,942 3,311 3,910 4,779 5,918

The Commission is exploring work method improvements through revising work
processes andelegating greater authority to adjudicatorgdentified categories of
cases with the goal of more expeditiously resolving cases identified as not having
significantimpact or based on established precedent to speed up adjudications.
Additional collaboration with agencies to maximize the use of technological
improvements in record submissions, perfection of defective records and reducing
wasted efforts spent on recerdot ripe for adjudication will be undertaken through
collaboration, training and educational outreach.

In its effort to eliminate discrimination in the federal sedioeE EOC’ s appel | a
federal sector program issues appellate decisions; orders rhale nelief to

victims of discrimination; orders that responsible agency officials receive

appropriate training; orders agencies to consider taking discipline against

responsible agency employees; refers, as appropriate, appellate decisions to the

Office of Special CounsdlOSC)f or t he consi deration of di
prohibited personnel action authority; requires agencies to post notices to all

employees of decisions finding discrimination at the relevant agency facility; and

ensures agency comatice with such orders

In FY 2018, there werd 22findings of discrimination issued by the EEOC's
federal sector appellate attornegs increase of more than 79 percent from FY
2017 During this same period, the EEOC's appellate program secl@é&d $
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million in monetary relief for victims of discrimination in the federal sector. In
addition, the EEOC's federal appellate program also issiddcisions that
addressed one or more of the priority issues identified in the EEOC's Strategic
Enforcement Plan &P).

The agency has been successful in managing its appellate inventory through the use
of targeted management techniques and improvements in technology. With regard
to technological innovationthe EEOC has recognized the efficiency and cost

savings lhat could be achieved by creating a digital infrastructure for the exchange

of hearings and appeals related documentation. In FY 2015, the EEOC designed,
developed, and deployed the adjudicatory components of the Federal Sector EEO
Portal (FedSEP). Usinp¢ FedSEP portal, agencies can upload documentation for
hearings and appeal$§he EEOC has continued to provide technical assistance to
agencies anthade numerous refinements to FedSEP based on federal agency
stakeholder feedback.

In FY 2018, the EEOCcontinued todesign and develop a complementary
Complainant PortalPhase 1 ofite Complainant Portdlecameoperationain the

4™ quarterof FY 2018,giving complainantshe capabilityto request a hearing or
appeal onlin@ndsubmit appeal and hearinglated documentatiorin addition to

the gains in efficiency and cost savings, these technological innovations will make
the appellate process more transparent for all parties and will reduce the agency's
reliance on appellate support staff to prepacesaman paper documentation

received by the parties.

In addition to leveraging technology to improve the processing of appeals, the
EEOC is also using its Case Management System to bring consistency and greater
efficiencies to the processing of federalteecomplaints through the early
categorization of incoming hearings and appeie EEOC continues to identify

all "broad impact'appellatecases, as well as those that implicateas of focus
identified by the Commission

A critical component calledbf by the Case Management System was the

developmenand implementationf a Federal Sector Quality Practices Rizet

wasapproved by the Commission in early FY 2017. Jéyractices are designed

to deliver excellent and consistent service in adjudigdtderal sector hearings

and appeals, and in providing oversight
laws. For exampl e, in FY 2018, the Commi ssi
collaborated on the development and implementation of a Summagméat

Pilot. Under the auspices of thispilltieEEOC’ s admi ni strative |
and issue summary judgment decisions for those cases where the facts therein do

not require extensive analysi s. I f appe
expedites review to ensure that summary judgment wasagie, and, if relevant

facts remain in dispute, quickly remand the matter for a full hearing.

While the implementation of the Case Management System has permitted the
EEOC to identify priority cases, and new technology has created greater efficiency
in processing appeals, the agency still needs to effectively manage its appellate
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inventory by employing targeted management techniques. As part of this effort, in
recentFYsthe Commission targeted for adjudication the oldest appeals in the
inventory, whie simultaneously resolving a significant percentage of appeals
within 180 days.For exampleby the conclusion of F2018 the EEOC used these
techniques to reduce the age of the pending inventory3G8days at the end of

FY 2017 to313at the end oFY 2018

Chart 6 below identifiethe actual workload inventory and number of attorneys
assigned to adjudicate appeals of EEO complaints¥er2016 through2018, and
projections foiFYs 2019 through 202.

Chart 6: Federal Sector Appeals Workload

FY 2016to FY 2022
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The EEOC will continue to explore ways and techniques to slow the rate of growth
of its inventory by using sound case management principles and process
improvementechniques without compromising quality. The EEOC will control

the appellate inventory by focusing on resolving its oldest cases; prioritizing cases
with the broadest impact; and quickly addressing those appeals which seek to
preserve access to the EE@gess. Cases in this category represent about 40
percent of the incoming appealfhe office will continue to fulfill its

responsibilities under the Strategic Enforcement Plan and the Federal Complement
Plan and the Commission's Strategic RtarFYs 2QL7-2021

Concurrent with these efforts, while the EEOC will conduct a rigorous assessment
of its appeals process and improve its work methods to slow the rate of inventory
growth, additional staff will be needed to address the growing workload.
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The EEOCQwill continue its assessment and categorization process to identify
impactful issues, Commission priority cases, and agencies in need of federal sector
technical assistance, guidance and outreach, and program evaluations. Appeals will
be assigned in a maear consistent with the Commission's strategic goals and
customer service. The office will issue decisions which place improperly

dismissed complaints back into the EEO process while evidence is razalipble
andassure that inappropriate cases atiekiy flushed from the process. At the

same time the office will systematically address its inventory control efforts by
identifying methods to improve the quality of agency submissions.

The EEOC's federal sector appellate attorneys will continue thetagon and
outreachefforts andshare their expertise with other offices and agencies in
proactive prevention of equal employment opportunity law violations and attaining
model employer status through decisions designed to address pressing issues
confrorting agencies.

d. Oversight of Federal AgencieSEEO Programs

To implement the federal government's policy prohibiting employment
discrimination, agencies are required to maintain continaffignative programs

to promote equal opportunity and to identify and eliminate any barriers to
participation by all federal employees. The EEOC, serving in its oversight capacity
for these efforts, implemented EEO MI15, which details strategies for

identifying and removing barriers to free and open workplace competition, requires
agencies to incorporate EEO principles into their missions and report their progress
to the EEOC. If an agency identifies barriers to equal employment opportunity, the
Commis$on assists the agency in eliminating those barriers. The EEOC works
with agencies to promote model EEO program policies and practices that foster an
inclusive work culture and prevent employment discrimination by reviewing their
annual MD715 submissiongroviding inperson and telephonic technical
assistance, and issuing written feedback.

In FY 2018, the EEOC established a goal to issue feedback letters to agencies
within 90 days of receiving their Affirmative Action Plans (AAPs). In the 160
feedbacHetters issued in FY 2018, the EEOC evaluated whether agencies had
demonstrated that they had (1) compliant reasonable accommodation procedures,
(2) posted their personal assistance services (PAS) procedures on their public
website, and (3) adopted the wéggory goals for people with disabilities (PWD)

and people with targeted disabilities (PWTD) in the grade level clusters. In FY
2018, the EEOC approved p8rcentof the submitted AAPs. Of the plans that

were not approved, §8ercentof agencies did not post their PAS procedures, 66
percentof agencies did not issue compliant reasonable accommodation procedures,
and 50percentof agencies did not adopt the regulatory goals.

Agencies also received feedback on the status of theinldysabogram, including

their plans to recruit, develop, advance, and retain PWD and PWTD. Moreover,

the EEOC evaluated agenci es’ efforts to
PWTD within the workplace. In most letters, the EEOC provided guidance on
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conducting barrier analysis on misstonitical occupations, the senior grade levels,
management positions, and separations.

The EEOC also reviewed agency reasonable accommodation procedures in 2018.
It received 149 requests from 116 agencies to reviewphscedures and approved

16 percent In FY 2019, the EEOC expects to
reasonable accommodation procedures until they comply with applicable
regulations.

In an effort to improve its oversight of federal EEO programs, the EEOC
implemented an integrated data system to analyze workforce demographic data as
well as EEO complaint data. The Commission's continued development of this
system will gradually incorporate other sources of data, including complaint data
for hearings andppeals, the Federal Employee Viewpoint Survey, the 2010
Census, and responses to correspondence. This information will allow the EEOC
to build a more complete picture of how agencies are progressing in their
development of model EEO programs.

During FY 218, the EEOC created and piloted an alternative coding system that
was applied to FY 2016 Form 462 daféhis new system will be applied to

previous and future installments of Form 462 and a similar system will be
developed for MB715 to assist proactiygevention efforts.The EEOC also
produced a new computerized Barrier Analysis Tool. Focusing specifically on the
new hires and promotions phase of the employmentyitée, this tool identifies
triggers (red flags) and potential barriers to equal eympént opportunities, and it
provides recommendations on the next steps agencies should take to identify and
remedy root causes of employment discrimination.

Information available to the hearings and appellate units will be combined with
agency complaindata, workforce data, and barrier analyses to build a more
complete picture of how agencies are progressing in their development of model
EEO programs.

In an effort to improve the timeliness and efficiency of the federal sector EEO
process, ¢ghlaionEd CFR. 8r1614 allow federal agencies the
opportunity to request variances from the current administrative probessg

FYs 201718 the Commission reviewed "pilot projects" submissions and approved
such projects for the U.S. Departmehthe Air Force, the U. S. Department of
Interior, and the Federal Aviation Administration of the Department of
Transportation. Each is designed to streamline the administrative process. The
EEOC will monitor the approved pilots to determine whetheredfigiencies have
been realized and expects to receive for review additional pilot requests during FY
2019.

Concurrent with these oversight responsibilities in the federal sector, the
Commission continues its education efforts to assist all stakehblgte(q)

creating and conducting fdmsed training through the Revolving Fund; (2)
creating and conducting customized EEO training for EEO professionals,
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managers, employees and other stakeholders; and (3) participating in free outreach
activities, includng conferences, summits, meetings and other events where the
Commission's presence would add value.

Through feebased training, the EEOC conducted fifty sessions on Preventing

Workplace Harassment and thifiye Respectful Workplaces Trainings, which

educated 3400 participants. Additionally, the EEOC has finalized contracts to

provide Respectful Workplaces Training to all employees at both the National

Labor Relations Board and the Federal Emergency Management Agency in the
upcomingFY. TheE E OC’ entglian®as brown bag events, webinars, online
information sessions, and conferences continued the dialogue about the findings of
theEEOC’ s *“ Re p-Ghairs ofdhe EEOIC &eleCtd ask Force on the Study
Harassment i n the Wonddepwitratltedobls taahampipnr ov i de
alternative methods to standard compliance training.

During FY 2018, the EEOC held sixtive customerspecific trainings with 2300
participants; thirtyfour national training courses with 1190 participants spanning a
tota of 751 training hours; and conducted 118 customized courses attoeey
different agencies with 4130 participanihe EEOC also conducted 90 outreach
sessions, which included six agergponsored webinars, fiteen EEOC
webinars/information sessioasd three brown bag sessions.

Also, during this year, the EEOC launched its YouTube page to share training
videos and grew its social media presence on Facebook and Twitter by more than
1000percent The EEOC leveraged social media throughout FY 2018migtto
provide updates on EEO matters, but also to market its various fee-andtno
training opportunities. The EEOC also launched a monthlynennformation

session and Q&A program knowwhiclhs “Fir st
provides members diie public an opportunity to learn from, and pose questions to,
the EEOC’s subject matter experts. The

online feebased course and introduced Adobe Connect as its new virtual training
platform. The EEOC developed ar@ionic training and outreach form to
increase efficiency of its receipt, assignment, and responses to stakeholder requests.

During FY 2018, the EEOC formed and conducted the first meeting of, the EEOC
Education Consortium. The Consortium was creaiextivance high standards of
practice and professionalism among EEO practitioners by providing its members
with professional development, the opportunity for competency certification, a
library and network for sharing training resources, and a nationwadfeph for
networking with other EEO practitioners and stakeholders.

The EEOC’s federal sector participated a
materials on a variety of EEO issues and established a national Memorandum of
Understanding for trainingnd outreach with the National Organization of Blacks

in Government. The EEOC also updated its New Investigator, Investigator

Refresher, Counselor Refresher, M5, and Barrier Analysis training materials.
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In addition to its training and outreach effoand feedback on agency EEO

programs, the EEOC continues to conduct research, which it presents to agencies to
assist them in maintaining continuing affirmative programs to promote equal
opportunity and to identify and eliminate any barriers to full andworkplace
participation. In this regard, the EEOC continued its work with the Government
Accountability Office and OPM to explore possible pay disparities in the federal
sector. Using research first gathered in 2014 and refined in 2016, the EEOC issued
a nationwide program evaluationFY 2018, that focused on opportunities for
women in federal public safety occupations (law enforcement, fire prevention and
security) and that isntended as a resource on innovative leading recruitment and
hiring practices for federal agencies to consider in their efforts to increase the
participation of women in these occupatiofifie EEOC is in the process of a

second program evaluation on praion and retention barriers for women in these
occupations, which will provide further guidance to agencies on these issues.

In addition to the Annual Statistical Report on the Federal Workforce, the EEOC is
in the process of producing a report focusamgdiversity and inclusiom the

federal Information Technology (IT) workforce. The EEOC also published during
FY 2018 an article in the EEO Digest that provided support for previous assertions
that workplace civility training should focus on buildingense of community in

the workplace and that sanctions for harassment should be swift, certain, and
proportionate, and added that alternative dispute resolution methods, including
mediation, could be effective even in severe cases of harassimestegarch

was also presented in a brown bag webinar that compared harassment prevention
methods to crime prevention methods. In order to provide ongoing legal updates to
the entire EEO community, the EEOC published four (quarterly) issues of the EEO
Digest. This publication is a summary of important EEO cases and generally
contains an article on a topic of interest for federal sector EEO programs. The
resource is published on the external EB@EDsite so all interested parties have
access to the summariesddimks to the complete cases.

Finally, during 2018, the EEOC continued its practice of using program evaluations
to assist agencies at whittie EEOC has observed potential barriers, complaint
processing issues and/or structural EEO program isJie=se included an

evaluation of the Department of Health and Human Services and its
subcomponents, the Veterans Benefits Administration, the Defense Security
Service, and the Department of the Interior and its subcomponents.
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VIl. STRATEGIC OBJECT IVE Il - Prevent employment discriminationand
promote inclusive workplacesthrough education and outreach

A. Introduction

In Title VII, Congress expressly required thgency to engage in education and outreach
activities, including prowding training and technical assistance, for those with rights and
responsibilities under employment antidiscrimination la@gategic Objective Il, to
prevent employment discriminati@md promote inclusive workplact#wough education
and outreach, reflects the EEOG o0 b | ideteaeimplaymenttdiscriminatiobeforeit
occurs. Investigations, conciliationgnd litigation arenly some of the means thae
EEOC uses tdulfill its mission and visianEducational and outreach programs, projects,
and events are also cost effective law enforcement tools because they promote
understanding of the law and voluntary compliance with the law. All parties benefit when
the workplace isree of discrimination and everyone has access to equal employment
opportunity.

There are two outcome goals for Strategic Objective I

Outcome Goal Il.LA: Members of the public understand the employment discrimination
laws and know their rights and resyiilities under these laywand

Outcome Goal II1.B: Employers, unions, and employment agencies (covered entities)
prevent discrimination, effectively address EEO issues, and support more inclusive
workplaces.

The EEOC targets its education and outrgacdgram to individuals who historically have

been victims of employment discriminatiomhe Commission also provides outreach and
education to particularly vulnerable communities that may be unfamiliar with our laws,

such as those who are new to the iamrde or lowskilled workers and new immigrants.

Moreover, it is important for the agency to provide technical assistance to underserved
segments of the employer community, including small and new businesses. Given their

size and limited resources, sumlsinesses are often less able to take advantage of the

EEOC’ s training progr ampusahudanesoarces ess | i kel
professionals to assist them with compliance.

The EEOC often cooperates with other departments and agencies in theaecmof

educational and outreach activitieBhe state and local FEPAs are important partners in

this regard, as are the Department of Labor
Programs and the Department of Justice’s Ci

With acontinued focus on providing clear, edeyunderstand materials for our diverse
array of audiences, the EEOC will continue to conduct a full review of itsegubatory
documents and update or augment them as needed with plain language materials.

Perfomance Measures 6 through 8 were developed by the Commission to track the
agency’s progress in achieving these outcon
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B. Performance Measures and Results

Performance Measure 6 By FY 2022, the EEOC modernizes and expands utilization of technology 1
ensure that members of the public have greater access to information about their rights and
responsibilities.

FY 2018 FY 2019 FY 2020

Targets Design and implement a Eﬁgg&% i:ﬁeusﬁstt);;uerrv °ys
technology plan for increased experience and usefulness
public access to information its digital services, and to
based on a needs assessmerlyicit ideas for '
and the results of data collect improvements.
on digital access as well as th
establishment of baseline Identify processes and
indicators for future targets. implement a pilot project to
Utilize government best @ncrease_ access fo Imple_ment customer .

; . information in at least two [experience surveys. Identify

prac.tu.:es to qollect metncg fro priority areas. Report on  |and increase access to
its digital sevices to establish progress. information in at least two
measurement (s additional priority areas.
use of technology to access
information from the agency.
The agency annually will set
goals for increasing the
information accessed in gene
and specifically on priority
topics and to specific
communites.
The EEOC completed a need
assessment and established
baseline measures.

Results
The EEOC alsaesigned and
implemented its technology pl
and set FY 2019 goals.

n Target Met
Performance Measure 6 focuses on strengthen

education and outreach activities by expanding use of technologymplenentation of

a technology plan created in FY 2018 will better facilitate the dedication of resources to
the most critical needs. The EEOC also will focus its technological advances on priority
areas and specific communities to increase public ate@sfrmation about rights and
responsibilities under the laws the EEOC enforces.

In FY 2018, the EEOC conducted a needs assessment, set baselines of public access and
developed and began implementing a technology plan. The EEOC used the federal
government’'s Digital Metrics Guidance
establi®@¥ baseline measurements of the public
information. Finally, the EEOC set goals for increasing information access in general and
specifically on priority topics and to specific communities.

and B

S
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Performance Measure 7:By FY 2022, the EEOC leverages collaborations with significant partner
organizations to assist in reducing and eliminating employment barriers.

FY 2018 FY 2019 FY 2020

Conduct program evaluation
Establish baseline statistics an . to assess impact of these

- Increase baseline measure .
Targets measures for assessing succe 8% partnerships on employmen
of collaborations. ’ in targeted communities.

Reset baseline if needed.

The agency established a
baseline of joint events with
advocacyand business groups

Results
The agency also set future
targets to assess the success
collaborations.
n Target Met

The EEOC is in a unigue position to serve as a conduit to promote effective partnerships
and to strengthen relationships among divgrseips with common goals. As a result, we
believe we can facilitate effective interactions that can lead to reducing or eliminating
employment barriers. For example, connecting an employer association with an advocacy
group seeking to eliminate recruitmeand hiring barriers may help to prevent

discrimination and create job opportunities for qualified job seekeesformance

Measure Teverages our lonterm significant partnerships with advocacy groups
(particularly those that represent vulnerablemderserved workers) and associations or
organizations that represent employers to achieve sustained benefits for the communities
we serve.

The FY 2018 Target for Performance Measure 7 established a baseline and subsequent

annual target for Fe0l9formasur i ng t he EEOC’s success 1in
collaborations the agency has fostered with its significant partner organizdlionsg

FY 2018, the agency modified the IMS outreach system to capture collaborations between
advocacy groups and employersaniTs al | owed for each office’ s
baseline statistics toedeveloped. The baseline of 31 joint outreach events with advocacy
organizations and businesses was established. In FY 2019, the agency set a target of
increasing the numbeirf joint outreach events byggercent

In FY 2020, the agency will conduct a program evaluation to determine the impact of these
partnerships on vulnerable or underserved communities, and will reset the baseline, if
needed. The evaluation will requilee design and creation of relevant databases and
measures that can be used to evaluate the effectiveness of these partnerships.
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Performance Measure 8 By FY 2022, the EEOC updates existing guidance and training materials,
and creates new, usefriendly resource tools to address and prevent workplace discrimination

FY 2018 FY 2019 FY 2020

Conduct a review of currently
available EEOC guidance and
resource material to determine
Targets which documents require updat
or creation. Establishgriority
list.

Produce or update at least tw
additional resource or guidan
documents on priority list.

Reconfirm or reorder prioritieg

Produce or update at least two
resource or guidance document
on priority list.

The agency assesbeurrent

Results guidance and technicabsistancg
documents and established a
priority list.
D Target Met

Performance Measur e 8 w-riegulatorgguisamge documerast t h e
and resource materials are reviewed and that, where necessagrethipgated and use

pl ain | anguage. The agency’ s enforcement w
oversight work in the federal sector, and its outreach and education work all depend on the
availability of upto-date and accessible materiaigplaining the laws it enforces and how

to comply with them. While the regulations issued by the Commission set the basic legal
framework for the implementation of those laws,-sepulatory materials, including the

EEOC’ s Compl i ance tamibleiasdistanceto those witrerights@mde
responsibilities under such laws. These materials may or may not require a vote of the
Commi ssion and may include a range of gui da
sheets.

Since FY 2016, the Comnsi®n has published its subgulatory legal policy and guidance
documents for written input from the public and has considered all comments received in
drafting final versions of the documents.

In FY 2018, the agency conducted an extensive analysissiimrekEEOC guidance and

developed documents for stakeholders about basic harassment principles, including

Promising Practices for Preventing Harassment, issued in December 2017. Fyearly

2018, the Commission issued Questions and Answers on ProvidsmnBEAssistance

Services for Individuals with Targeted Disabilities, a document to assist federal agencies in
complying with the requirements of the EEOC
People with Disabilities. In earlyY 2019, the EEOC updatéts ADA and GINA

regulations governing employer wellness programs to conform with a court order vacating,
effective January 1, 2019, the rudfes’ subse
(12/20/18). In the second quarterfof 2019, the Commission pusihed a Notice of

Proposed Rulemaking (NPRM) to make a limited technical procedural change to the

federal sector processing regulations. See 84 FR 4015 (2/14/19). The Commission also
published an NPRM proposing to amend its procedural rules to expticiNyde for

digital transmissions of documents, among other limited changes. See 84 FR 5624

Pageb6 Fiscal Year 2020 Congressional Budgatstification



(2/22/19). Both of these NPRMs were approved unanimously by a vote of the
Commission in late 2018.

C. Outreach

As the map below shows, we have provided and will continue to provide outreach and
education to individuals in all 50 states as well as the District of Columbia, the
Commonwealth of Puerto Rico, the U.S. Virgin Islands and the U.S. Possessions of
AmericanSamoa, Guam, the CommonwealtiNafrthern Mariana Islands, and Wake

Island. With the FY2020 Budgetfor outreach activities, we will maintain our outreach to
individuals across the United States, including underserved areas across the county. We
will be proactive through our outreach and education in addressing discrimination issues
that confront workplaces. We plandontinue to target specific events to address the
employment discrimination issues that are particular to geographic areas or stakehol
communities. In FY2018, the EEOC conducted ov&/900outreach events reaching
398,665 ndividuals nationwide We anticipate similar outreach levels in B¥19

Additionally, inFY 2018 t h e C o mnbassdprogramis srain@d060

individuals at more thad25events. With our funding, the EEOC will continue to provide
service to vulnerable communities and underserved areas and to assist the small or new
employer communitas well as provide outreach and education on other important topics
that arise throughout the year in an overall eftorfulfill the goals and objectives of the
agency. The agency continues to survey attendeesial echnical Assistance Program
Seminars to gaug@eimpact of training on impramg and advancing equal @yment
opportunityin the workplace We will continue thignformationcollectionand analysiso

help guide us in our trainingfforts tomeasure the impact of our trainiagd to make
appropriate adjustments
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ANNUAL OUTREACH EVENTS - FEE AND NON-FEE
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Through public relations, training and education, the EEOC enhances public awareness of
emerging issues of employment discriminatio
meant to provide knowledge and an understanding of workplace conditions thgitvenay

rise to violations of the statutes we enforégproximately35 percent of our outreach is

conducted through partnerships with employee advocates, human resource professionals,
employer groups, human rights commissions and fair employment practive ey

Empl oyers’ knowledge of our | aws contribute
prevent and eliminate workplace discriminatidhmp | oyees’ and j ob appl
knowledge of our laws also contributes to their ability to understand thleis nd

responsibilities in the workplace.

The EEOC has focused on outreach to small and new businesses, especially those lacking
the resources to maintain faiime professional human resources staff. Approximdi@ly

percent of outreach conductedassimall employers. Agency offices conducé&d no-

cost outreach events directed toward small businesses 208y reachingd2,619small

business representatived/or ki ng wi t h the Small Business ¢/
National Ombudsman, the EXE participated in several Round Table discussions at

various locations around the country with small businesses and organizations that represent
small businesses as well as a Regulatory Fairness Hearing held in Washington, DC. Under
the leadership of afmer EEOC Commissioner, the Small Business Task Force launched
the small business website at the end of FY 2016 as part of its activities to continue to

reach out to small employers and make online access to information from us easier, more
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comprehensibland more directly responsive to the rki@ issues that they face in the
workplace

The SBA Ombudsman’s Report grades all feder
small business concerns and their compliance with the Small Business Regulatory

Enforea ment Fairness Act eoffeporifOr&®R017, giviesitke Omb ud s m
EEOCan “A” r ahebongrdcrobe highest rating poss
recognitionot he EEOC’ s st toassigt this importanttsenterroftthe

economy. he SBA highlighted the EEOC’ s Small Bu
example of agency compliance assistance initiatives in the report for FY RPoting FY

2019 the EEOCexpects taontinue to build on its outreach to the small business

community

The BEEOC is strongly committed to providing outreach and technical assistance to
stakeholders in underserved communities across the nation. Approxig¥apescent of

the outreach conducted is to these vulnerable communities. Immigrant and farm worker
commuirities are included as a priority for outreach. Consistent with the Strategic
Enforcement Plafor FYs 20172018 the issue of human trafficking of those from
vulnerable communities is a focus for the EEOC. We are working with several
organizationsgovernmental and negovernmental, to raise awareness and address
trafficking that occurs in various industriesStaff members traveled to states and
communities where no EEOC office is located or where certain communities are reluctant
to come forward teomplain of employment discrimination, and partnered with local
community organizations, consulates, and other entities to reach these workers. For
example, 1320events, reachin§08,174individuals, were targeted for vulnerable and
underserved commures. In FY 2017, there werd88 events focused on human

trafficking issues; working with commun#yased organizations devoted to trafficking
issues and reachiry372people FY 2018 activities have continued in this area and we
expect to report simildigures to those in F2019

As part of the efforts to further strengthen collaborative efforts to provide immigrant,

migrant, and otherwise vulnerable workers and their employers with guidance and

information about their rights and responsibilities uratgrdiscrimination laws, the

EEOC maintains partnerships through Memoranda of Understanding (MOU) with various
embassies and consulates. InZ18 the EEOCQeneweda National MOU with the

Embassy oPhilippinesand with the Embassy of Peru.RiY 2019 the EEOC entered into

a national MOU with the Embassy of Ecuad@ne oftheEEOC’ s fi el d of fi ce
into a new MOU with the El Salvadorian Consulate and sevethkke&f EOC’ s f i el d
offices renewed MOUSs with the Consulates of Mexico.

Veteranshave unique needs in transitioning to and retaining civilian employment, and

many are unaware that they are protected bydastrimination employment laws such as

the Americans with Disabilities Act (ADA). In FY 2018, 87 events were conducted that

focud on Veteran’s matters related to empl oy
individuals.

The EEOChasupgraded and developed initiatives for targeted outreach, training and
education. During FY 2016, the Youth@Work initiative was updated to include new
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materials, fact sheets and presentations pertaining to topics such as, arrest and conviction,
LGBT, immigrant, migrant/vulnerable workers, harassment and bullying, disabilities and

the responsible use of social media issues. 2EB, 447 events were conducted

involving the Youth@Work initiative, reachir88,178individuals FY 2019activities are
on tradk to meet or exceed these achievements.

In FY 2018, the issue of sexual harassment in the workplace began to receive extensive
coverage throughout the country. Although addressing sexual harassment gained new
prominence, the EEOC had already begutake stepto study and address this issue.
FY 2016, the Select Task Force on the Study of Harassment in the Workplace issued a

reportdesigned to address the prevalence of harassment, including sexual harassment, in
the workplace. The repacommeded, among other things, that employers conduct

antirharassment training for employeeswell agprovide additional training for managers
and supervisors on how to respond to harassangluct anadonsider different approaches

to training In FY 2017, fe based antharassment trainingrogramgor employees, as

well as managersyeredevelopedand at the beginning of FY 2018, the EEOC began to
offer this new dynamic and aftierassment training programs for employéerke
a sWo'rRkeps| mpeesabsi/eldihd beyond traditional anti

training

known

harassment training by providing contéxat is built around the universal desire for a

respectful workplaceThesetrainingmodulesarecustomizable, with industrgpecific and

workplacespecific hypotheticals and strategids.FY 2018,the EEOCdelivered theanti

harassment traininig federal and private entities across the United States, and we will

continue to offer the supervisorcaemployes anttharassment training in FY 2089d FY
2020. The training was rolled out by the Commission in October 2017 just as the national

spotlight on sexual harassment began. Demand for the training has been higlihemong

EEOC stakeholders.

Prer ent i

outreach efforts in FY 2018:

In FY 2018, there were B13outreach events involving harassment, reachBig671

educat.i

ng harassment through
2018 2018
Total Total
Events | Attendees
All Harassment 1,513 151,671
Harassment- Sexual 949 96,735
Harassmenti Non-Sexual 762 75,712

on

attendeesThis includes’62eventswhich coveredthe topic of sexual harassment that

were attended by5,712attendees. During FY 2018, the EEG€&yan taupdae and

and

creakt new outreach and resource materials. Slide shows targeted for different audiences

such as advocacy, employaedhuman resourcesere developetbr staff to conduct

outreach and training on harassmentFY 2019, the EEOC will continue to prioritize
efforts to prevent harassment, including sexual harassment
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Finally, we remain prepared to respond to unanticipated issues that arise in the workplace.
The EEOC must be on the forefront in informing both employees and employers alike of
their rights and rEponsibilities in the everhanging workplace environment.

1. Non-fee-based Outreach

Table9 on the next pagshows funding for Outreach (ndee-based). OuBudget
requesfor FY 2019 for Strategic Objective 1l was $6.0 million. The proposed request
for FY 2020will support the maintenance of our existing outreach activities across the
United States.

Table 9: Budget requestSummary through Outreach

FY 2018to FY 2020
(Dollars in thousandg

FY 2018 FY 2019 FY 2020

(Actual) (Enacted) (Request)

| outreach (Nonfeebased) $6,000 $6,000 $6,000
Total $6,000 $6,000 $6,000

2. Feebased (Revolving Fund Education, Technical Assistance and Training)

The EEOC Training Institute provides fbased training and technical assistance to
stakeholders from both the private gniblic sector. The operations of the institute are
funded through the EEOC’s Revolving Fund,
in 1992.

In FY 2018, the Institute trained over 25,000 individuals at more than 425 events,

which included 33 one and twaay Technical Assistance Program Seminars (TAPS),

5 halfday workshops, 34 federal courses, and over 3&lterirainings (customer

specific training delivered at the workplace for private sector employers and federal
agencies. The number of training etseand individuals trained increased significantly

the previous year, due in part to the age
regarding harassment in the workplace, an
Workplaces training initiatives.

The half-day, one and twday TAPS seminars are responsive to employees and

empl oyer s’ i nf or maand addressaheidrespectiae rightsargi ne e d s
obligations in the workplace. The programs also provide detailed information about
identifying and preenting workplace discrimination. Federal courses are designed to

meet training requirements for EEO practitioners working throughout the federal
government; over 1,000 Federal Sector practitioners received training during the

reporting period.
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Table10belowshows the financial summary of the Revolving Fund.

Table 10: Summary of Financing for the Revolving Fund

FY 2016 to FY 2022
(Dollars in thousands*)

FY 2017 | FY 2018 | FY 2019 | FY 2020 FY 2022
Actual Actual Est. Est. Est.

Total Obligations 2,103 4,786 4,679 4,800 4,988

Offsetting collections
from:

Federal Funds 2,110

Non-Federal Sources 2,569

Unobligated balance,
start of year 2093

Unobligated balance,
end of year 1,907

Net Budget Authority 6,586**

*May not add due to rounding

**Balanced Budget and Emergency Deficit Control Act (BBEDCA) Section 25@(k Mandatory Sequestration
for FY 2016 $136,000FY 2017$207,000FY 2018%$132,000 FY 2019$186,00Q(includedin the Net Budget
Authority line above.)

EXAMINING CONFLICTS IN EMPLOYMENT LAWS CONFERENCE

In FY 2019 and FY 202@he EEOC will build on the success of its annual Examining
Conflicts in Employment Laws (EXCEL) Training Conference, which has been held
for more than 20 years. EXCEL is directddoth federal sector and private sector

EEO practitioners. In FY 2018, the conference was held in Washington, DC on July
10-12, 2018. This year’'s attendance was mo
audience in many years. As with prior years, 2019 and FY 2020 conferences will

offer separate tracks for federal sector attendees and for private sector attendees (the
latter group includes state and local governments). The conference will offer plenary
sessions with presentations by the EEOC Cérail Commissioners and other high
ranking agency officials, as well as leaders of other federal agencies and nationally
renowned civil rights leaders and speakers. In addition, there will be many federal
sector workshops that cover a wide array of subjdt are of interest to EEO
practitioners. These sessions will be presented by experts who are responsible for
enforcing EEO laws as well as other federal officials who can discuss their agencies’
priorities and regulatory agenda. The FY 2019 EXCEhining Conference is

scheduled for July 3@ugust 1, 2019, in Atlanta, Georgia.
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VIll. MANAGEMENT OBJECTIVE T Achieve organizational excellence

A. Introduction

ThEEOC’ s Managenecnhti e®/lg pnegc zer ¢ € b Iseels coe |,

improve management functions with a focusinformation technologynfrastructure
enhancemerdndaccountabldinancial stewardshipThese areaare crossutting and

require integration and coordinatianross the agendyg fostere gani zati onal exc
from internal and external perspectives

The Commi ssion has

devel oped two outcome go

Outcome Goal lll.A: Staff exemplify aculture of excellence, respect and accountability

and

Outcome Goal 111.B: Resourcallocationsalign with priorities to strengthen outreach,
education, enforcement and service to the public.

Performance Measures 9 through 12 were dgeal by the Commission to support these
strategies.

B.

Performance Measures and Results

Performance Measure 9: The EEOCO performance improves with respect to employee engagement

and inclusiveness.

FY 2018

FY 2019

FY 2020

Targets

Conduct annual focus groups
employees and climate
assessments to obtain feedbac
agency culture.

Establish baseline EEOC FEVS
scores for employee engageme
and inclusiveness quotient agai
comparablggovernment agency
averages based or53year trend
analysis.

Establish and implement plans
maintain or increase FEVS sco
in relation to comparable

government agency averages.

Conduct annual focus groups w
employees and climate
assessments to obtdeedback o
agency culture.

The EEOC FEVS scores for
employee engagement and
inclusiveness will maintain or
increase in relation to the prito-
current year changes in
comparable government agenc
averages.

Develop and adjust action plans
as necessy, in response to focu
group feedback and prior year
FEVS results.

Conduct annual focus groups
with employees and climate
assessments to obtain feedbd
on agency culture.

The EEOC FEVS scores for
employee engagement and
inclusiveness will maintain or
increase in relation to the prioj
to-current year changes in
comparable government agen
averages.

Develop and adjust action pla
as necessary, in response to
focus group feedback and pri

year FEVS results.
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Performance Measure 9: The EEOCO performance improves with respect to employee engagement
and inclusiveness.

FY 2018 FY 2019 FY 2020

The agency conducted focus
groupsvi a “ Ask th
forum.

The agency established baselir
Results EEOC FEVS scores for employj
engagement and inclusiveness
quotient based on aByear treng
analysis.

The agency implemented plans
maintain or increase FEVS sco

n Target Met

Performance Measure 9 takes a holistic approach to assessing and strengthening the
agency’ s efforts to i mprove employee engage
solely on improving FEVS scores because that is only one snapshot of agency
performance.Annual focus groups and climate assessments will enable an ongoing

feedback mechanism to engage with staff and seek their input on solutions to agency
challenges.

TheFY 2018 target for Performance Measurement 9 was to conduct an annual focus group
and dimate assessment(s) for feedback on agency culture; establish baseline FEVS scores
on the EEOC staff engagement and inclusiveness quotients on a rolling average in
comparison to other government agency averages, and develop implementation plans to

maintah or i ncrease the EEOC’s FEVS scores, ac
Satisfaction Together (BEST) workgroup conducted focus graa@fsAS K t he

AGENCY” f or ums. “ASK the AGENCY” is a plat
from staff on programs andgects and how management of those programs/projects

hel ps drive the agency’s culture. The agen

Employee Engagement Index (EEI), and Inclusiveness Quotient (IQ) of 65 percent and 58
percent, respectively, based twe B5-year trend analysis. The agency also developed
plans to increase FEVS scores by providing additional training on the performance
management system and conducting an agendy team building exercise.
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Performance Measure D: Feedback surveys and other mechanisms provide baseline measures of
services provided to those with whom the EEOC interacts.

FY 2018 FY 2019 FY 2020

Develop and implement feedbaqContinue to implement Continue to implement febdck
surveys and other mechanisms [feedback surveys and othe|surveys and other mechanismg
obtain data and set baselines fomechanisms, adjusting the |adjusting the measures and
various services, such as Onlingmeasures and targets, as |[targets, as necessary. Set gog
Charge Status, the EEOC Publiinecessary. Set goals for [for improvement or maintenang
Portals, and the Digital Charge [improvement or maintenan{at the beginning of eadfY and
System. at the beginning of eadhY |review results at the end.

and review results at the er

Targets

Review the results at the end of]
theFY to set targes for next year

The agency developed and
implemented a feedback survey]
setbaselines, and targets for ne
year.

D Target Met

Results

Performance Measure 10 focuses on obtaining feedback on services provided to the public.
It also supports the goal of obtaining and evaluating feedback from the targeted audiences

the Commissios er ves t o all ow better measur ement
increased accessibility.

The FY 2018 target for Performance MeasurevaBto obtain data and evaluate feedback
surveys and related mechanisms from the public and targeted audiren€asnmission
serves to establish a baseline for measur
accessibility and project future targe#s.staff survey was conducted to garner feedback

on various aspects of the Online Inquiry System, the Digital Chaigfer8, and Integrated
Mission System. The survey results were analyzed and used to guide further system
developments in FY 2018 to address user concerns as well as recommendations for
enhancements to make the system more user friendly and responsitrette B&EOC s

staff and the public. The input from this survey will also guide future changes in FY 2019.

Performance Measure 11 for Outcome Goal II1.B: Monitor yearly progress on
modernization of charge/case management systems for program offices until completed in
2022.
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Performance Measure 11:Monitor yearly progress on modernization of charge/case management
systems for program offices until completed ir2021

FY 2018 FY 2019 FY 2020

The agency completes a sharedSet goals for increasing theReport on progress quarterly a
vision and develops higlevel number/percentage of fully |adjust the plan, as necessary.

plans with resource requiremen{digital charge and case file
for modernizing the charge/casgfrom FY 20192022. Report
management systems fitie on progess quarterly and
agency. adjust the plan, as necessa

Collect data and establish a
baseline for the number of charg
(private) and cases (fedéerébr
which no paper records are
required, i.e., fully digital.

Targets

Report on prog
and adjust the plan, as necessa

The agency formed a team, agr
on a scope of effort, and made
Results substantial progress towards
developing a shared vision and
high-level plans.

<> Target Partially Met*

* Target(s) Partially Met: A rating assigned to target results where: 1) at least half of the activities targeted for
completion were completed; or 2) we were unable to assess the results because full year data was not yet available.

Performance Measure Allows the agency to track and assess progress on migration to a
fully digital charge/complaint environment. The benefits of such modernization include
improved collaboration and knowledge sharing, enhanced data integrity, reduced paper file
storage or rmanual archiving/disposition requiremerasd allowing a more mobile

workforce. Streamlined services and increased responsiveness to customers throughout the
process will be regularly evaluated.

The FY 2018 target for Performance Measurevagto collect data and establish a

baseline for the number of charges (private) and cases (federal) for which no paper records
are required, i.e. fully digital. At yeand, the agency will report on its progress and

adjust the plan as necessary.

In FY 2018, he agency made significant progress towards developing a shared vision and

high-l e v el pl ans for modernizing the EEOC’s <c¢ch
of 13 leaders from relevant program, service and executive offices met eight tin{éjl to:

creae a common understanding and sense of sha
charge/case management systems; (2) reduce organizational drag by dealing with topics

that may have slowed our progress in the past or are expected to be potential sticking

points going forward; and (3) develop the requisite shared vision and plans to make it

possible. Additionally, the agency held an initial discussion with the Federal Technology

Page66 Fiscal Year 2020 Congressional Budgatstification



Modernization Fund in preparation for seeking funding for our modernizationseffdhe
agency anticipates completing this effort in eaolynid FY 2019.

Performance Measure 2: The budget process prioritizesf undi ng for t he EE
FY 2018 FY 2019 FY 2020

As part of an overall increase |As part of an overall increase 1As part of an overall increase
budget development budget development budget development
transparency, produce an annjtransparency, produce an ann|transparency, produce an ann
congressional budget congressional budget congressional budget
justification and operating plarfjustification and operating plarjjustification and operating plar
that reflects strategic that reflects strategic that reflects strategic

Targets enforcement and managemen|enforcement and managemenlenforcement and managemen
priorities as approved by agen|priorities as approved by agen|priorities as approved by agen
head. head. head.
Meet all submission defides. |Meet allsubmission deadlines|Meet all submission deadlines
TheEEOC’ s FY 20
Congressional Budget was
submitted to Congress on
February 62018.
The final FY 2018 Operating

Results Plan as required, was approve
by the Chair on March 27, 201
The EEOC’' s FY
Performance Budgetas
submitted to OMB on Septem
10, 2018

n Targets Met

At every level within the EEOC, a common understanding of how the strategic priorities

direct the work of the agency is necessary for success. The EEOC will achieve this

common understanding in various ways, including integrating Strategic Plan goats with
performance standards and ensuring that budget submissions from each component office
explain

how t he a

gency’' s re

sources Wwi

outlined in the Strategic Plan. By developing a strong and clear messageifobudget
documents and other publications, the agency demonstrates the nexus betBigseits

requess, allocations, and operating plans and the achievement of its mission and vision.

The FY 2018 targets for Performance Measura/égto submitthe EOC’ s FY 2019

Congressional Budget Justification (CBJ) a
(OMB) Budget that aligns WYst201820228heagency’ s
agency’s FY 2019 Congressional Buaohget Just

February 6, 20180n March 23, 2018, the President signed the FY 2018 appropriation.
The final FY 2018 operating plan was approved by the Chair and transmitted to all offices
on March 27, 2018. The FY 20EB@&rformance (OMBBudget wasubmitted to ®B on
September 10, 2018.
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C. Program Areas
1. Highlighted Resource Area

Table11 showsour highlighted budgetary resources for Informafi@chnology(IT)

under Strategic ObjectivelllFor t hi s strategic objective,
allocated between Strateddbjectivel and Strategic Objectivié to identify the full

cost of conducting our frodine programs, including all of the elements of ou

operations supporting those programs.

Table 11: Highlighted Resource Area

Excellent & Consistent Services Through a
Skilled and Diverse Workforce and Effective Systems

Change
From
FY 2019

FY 2018 FY 2019 FY 2020
(Actual) (Enacted) (Request)

Information Technology $20,104 $18,293 $14,586 $(3,707

Total $20,104 $18,293 $14,586 | $(3,707

2. Human Resources
a. Human Capital Management

Per theComprehensive Plan for Reforming the Federal Government and Reducing the
Federal Civilian WorkforcéM-17-22), the agencwill thoroughly examine its

workforce, identify key competencies, and conduct skill gap assessi@patsfically,
theagencywill partner with OPM to determine whether the organization and its
positions are structured to efficiently and effectively meet mission demands and
evaluate workforce planning risks in preparation for the future. The OPM paifners

will result in a comprehensive organizational (or workforce) analysis to collect
Agencyrelevant data and influence the content of a workforce plan. This robust
workforce planning process, coupled with ongoing analysis, will allow leadership to
identify and use human capital strategies best suited to supp&tE OC’ s cur r ent
and future organizational goals. In additibtme EEOC will collaborate with OPM to
identify competencies for two mission critical occupations: general attorney and equal
employmat opportunity specialist; and tlagencywill analyze competency gaps for

six missioncritical occupationsThe FY 2019 partnership and collaboration with

OPM will satisfy the competency identification and gap analysis requirement per title
5, Code of Feeral Regulations (CFR), part 410.201(d) and 5 CFR 250.209. The
results of the effort will yield document reviews to identify the competencies required
for two mission critical occupations and use triangulation to establish the validity of
the competencied-or the competency gap assessmentagemcywill administer a

gap assessment survey and analyze the results by grade for each mission critical
occupation. The final product will be a technical report documenting the competency
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modeling and proficiencgap assessment efforts and results for all included MCOs.
In addition, the Acting Chair has directed the OCHCO to develop a robust Succession
Plan for the agency and to begin plans for a leadership development program for staff.

b. Training

The ayencyprovides itemployeesvith a comprehensive training program through
three primary approaches: 1) training activities responsive to their individual
development plans (IDPs), 2) national training programs addressing posiéitad
competencyeed and, 3) online courses available throtighEEOC Employee
Development Center (EDC) Skillsoft training portal.

During FY 2019 wewill continueincrease the use of wdiased training in order to

provide more training opportunitiesrass the agency. Wedased and virtual training

will continue to expand in F2020as theagencymakes significant investments in IT
resources to increase bandwidth and modernize computer systems to handle increased
traffic. Increasing virtual trainingpportunities will allow thegencyto convey

relevant information and timely updates to our staff in all of our 15 districts.

Theagencyexecuted the initial launch of its EEOC Learning Management System
(EEOC LMS) in FY 2019. The EEOC LMS aids thgency in strategically planning

and administering learning activities of its staff track employee course completions,
conduct pre, and post, testing to measure results and gather the data needed to submit
required reports on agency training activitiesh® Office of Personnel Management
(OPM). The success of the initial launch served as a catalyst to release additional
functionality of the system to the workforcen FY 2019,the EEOC will begin

utilizing additional features such as electronic routh§F182 training requests,

electronic individual development plans, employee job aids, and mandatory Agency
wide required IT curricula

In FY 2018 we offeredatwo-week New Investigator Training @6 staff hired since

the priory e a r * s and wihalsmhold @nother session of New Investigator
Training in FY 2019 for those hired in the latter part of FY 20@\& continued

delivery of the Intermediate Skills training that had been providéteteEOC  staff

by offering the course to FEPA investgrs in FY2018 and we will continue this

into FY 2019based on FEPA intereskor FY 2019we will develop and deliver

training to address the needs of staff as they perform their investigative duties in an
evolving environment of technological advanc&smmission priorities, and legal
developments. This training will equip them with the skills and knowledge to
continue to capably respond to the dynamic changes to our processes and the resultant
impact on their duties and responsibilities.

In FY 2019,we plan to conduct aneweektraining session for 70 Enforcement
Supervisors that will focus on the crucial skills needed to be a successful supervisor,
as well as performance and case management. Additionally, 70 Investigator Support
Assistants will aend one week of training on intake, charge processing and basic
investigative tools and techniques.

Fiscal Year2020 CongressionaBudgetJustification Page69



In FY 2018, in response to the heightened attention on harassment in the workplace,
the EEOC is developing training for investigators on investigatingssarent charges

with a focuson sexual harassment and techniques for interviewing and accessing
credibility of individuals who have been subject to trauma. A development team
workedwith an expert in workplace traunt@develop this training which will beer

enable the EEOC investigators to perform intake and investigate charges of those who
have been subjected to trauma, such as egregious harassment. The agency will roll
out the training for all investigators and other enforcement staff in FY.2019

To further support and enhance the handling of cases where the charging party has
been subjected to egregious harassment or trauma, the EEOC is exploring holding an
additionalonedays essi on in each of the EEOC’'s 15
that will allow enforcement staff to work directly with an expert in trauma to further
understand in more depth how trauma impacts the brain and cognitive interviewing
techniques.

In FY 2018, we delivered an Advanced Complex Litigation training for 36 trial
attorneys, which focused on developing and litigating systemic cases. In addition, we
delivered a Trial Attorney Orientation training for 42 trial attorneys, over a third of
whom had ken hired within several weeks prior to the training. The program covered
practice and advocacy issues, discovery, and trial considerations, and included
exercises in negotiating resolutions.

In 2019, the EEOC will provide harassment training (Respedtarkplace Training)

to all employees. The training will be provided to managers on their responsibilities
in the workplace and they will be provided with tools needed to proactively create a
civil, respectful, and harassmenée workplace. This traingwwill give managers and
supervisors easy to understand and realistic methods for identifying and dealing with
harassment conduct that they observe or that is reported to them. This training will
stress the affirmative duties of all supervisors to respom@rassing behavior, even

in the absence of a complaint and the consequences of failing to do so.

Non-supervisory staff will also receive training that will clarify what conduct is and is
not acceptable in the workplace. It will focus on workplagens and establish clear
expectations of civility and respect across the EEOC. In addition, it will educate
employees about their rights and responsibilities if they experience or witness conduct
that is not acceptable in the workplace. This includestoaeport harassing conduct

and the right to be free from retaliation.

In FY 2019, the agency will continue to providgstemidrainingand, consistent with

the EEOC’ s Str at doghkYs 20EfA0RIpwilldoeusrenrihie intBke a n

and investigaon of both systemic and individual harassment claiEisployees will

also continue to be encouraged to complete individual development plans (IDPs) that

focus on a blend of technical and professional development training in order to

increase current kil s . As the Commission’s infor ma
improves we are able to save money and conduct more training using virtual platforms
such as Skyp#or Business and Skype Broadcagis is a critical need given a

majority oftheEEOC empoyees are based in field offices.
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We will strive to make continuous improvements to our training programs to ensure
our workforcehasthe knowledge and skills to effectively perform their jobs.

c. Performance Management

Per the Fiscal Year (FY) 2019 Budget Guidance,1(W28), and in accordance with

Executive Order 13839, the agency has made significant improvements to its

performance management systems and procedeesonsultation with OPM, the

agercy recently updated its performance management system and performance

standards and adopted an automated performance appraisal scheme. The switch from a
manual to an automated system allows the agency to develop performance plans, track
and monitor employe s ’ performance, provide feedbacl
sign performance plans. Moreover, the agency has implemented more clearly

measurable metrics for performance assessments and to promote employee

accountability. The EEOC continues to prasslpervisor and employee training in

this area but understands the need to unceasingly enhance our efforts given the uptick

in Title VII complaints filed and the ove

3. Addressing Internal Workplace Issues

RESOLVE is the EEOC’s internal Alternatiyv
that provides a forum for the informal resolution of workplace disputes (including

grievances and EEO complaints) among the Canmii on’ s st aff at hea
the 53 field offices.Mediation is the most commonly used ADR process within the

program. Informal resolution can also be used in lieu of, prior to, or after mediation.

If several employees are involved in a conflicougy facilitation may be used to

address officavide concernsWe have seen that addressing workplace issues early

and effectively helps foster amicable working relationships, enhances employee

morale and produivity, and reduces the financial and othesources associated with
workplace conflict. Our ADR program will: 1) continue outreach to all of the

Commi ssion’s staff, 2) will serve as a re
employees, and 3) continue to conduct seminars to help emphigessp conflict

resolution skills.

4. Customer Service

Across the agency, we are working to better serve the public by making our services
easier to access, reducing wait times and providing information in plain larntpaage
is readilyunderstood.

Through our Intake Information Gro§pG), the EEOCexpanded h e a gubliccy ’ s
accessibilitypy phonee-mail and video phone service for the deaf and hard of

hearing The IIG consists ofn-house staff that serves as the first line of contact for
many members of the public and is astigle via tolHree phondines ande-mail.

The IIG receive over520,000callsin FY 2018 and are on tracfor a similar call

volume in FY2019 Currently, a average ofi3 percentof callers utilizedhe

Interactive Voice RespongB/R) informationsystem and needed no further
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assistanceCentralizing this first point of access to the publi@ single entityas a
significant impact on our field officdsy enabling them to spend more time on
investigating and resolving charges of discriminatibfany ofthese callerseek
general information about their rights, office locations and phone numbers and other
types of information more efficiently provided through this centralized sertdaeh
monthour Information Intake Representatives (lIRsswe more thar8,800calls
2,600emailsandapproximatelyl00 video phone transactioff®m individuals
wanting more information or wishing to discuss their situation with an IhREY
2018 approximately78 percentof calls emailsand videophone calmswered by the
IIRs werefully resolved by the IIR without being referred to other stath@mEEOC
field offices All contact channels combined, the IIG reawmore tharb48000
transactions in FY 2018 ange anticipate a similar volume in FY 2019 &Ad 2020.

Investmend madean the Intake Information Group thaallowed the EEOC to expand

its reach and more efficiently serve the public. PreviotlefeEOC mvestigators in
each EEOC office responded to calls from the public. Our staff of approxir3dtely
lIRs, and the IIG environment in which they work, handle ad@d{000 contacts

each year without the need to forward them to EEOC investigators. &g casts

for an IIR are about half of the cost of an investigator so our investment in this
program allowgshe EEOC to be reached by over a half million people at half the cost
we would otherwise realize. Furthermore, using lIRs to handle calls allows
investigators to be more productive. In FY 20(h@ EEOC Bivestigators
maintainedheir productivityatan average af63 casesamongthe highest

productivity levesin history and the highest in government among civil law
enforcement investigatorsdowever, continuednvestments in the 11G program will

be necessary tmontinue to shift work so as to allow investigators to be more
productve. The current funding mark for FY 2020
ability to continue to make headway in piging better customer responses with

lower cost staffing. The current level does not allow for any backfills for attrition
either the investigator or IIR staffing areas and as a result the successes of our
investments that began in FY 2017 and FY&Will be lost and backlogs will again
begin to build. This situation is exacerbated because there is a higher level of attrition
of IR positions, which is mirrored in other similar customer service positions in
private and public sectors, thuswewoaltht i ci pate that the i mpa
ability to timely provide service to the public will occur quickly, leading to longer wait
times for the public.

As noted aboveheEEOChasalso increastt he agency’' s accessibil
who are deaand hard of hearingAs technology has moved forward, video phones

have become the preferred method of communication for many individuals whose

primary language is American Sign Language (ASWhen instituted,te EEOCwas

one of only three federal agges (along wittthe Federal Communications

Commission and the Small Business Administration) offering interactive video calls to

the public. Staff members were hired to answer and respond to calls using ASL

through videophonesCallers who are deaf tward of hearing are able to have direct

access tohe EEOC staff, rather than through intermediaries, such as interpreters or

video relay serviceln FY 2019 we will continue to assess the public demand for
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ASL services to determine if additiorsthffing resources are needed to support this
aspect of our customer service program.

The 1IG continues to lead the way in advancing-fule telework thus helping to

reduce our physical footprint and reduce costthat began asgartneshipwith the

National Telecommuting Institute (NTIx nonprofit organization whose mission is to

identify and develop worat-home jobs for individuals who have physical disabilities,

has now expanded. In addition to the seven individuals hired through NTI, the opti

for 100 percent telework has been expande
Il 1 R s t etimewor k full

Beyond the contacts made through our IIG, another significant part of our work is
addressing inquiries which do not ultimately becomegdmrNonetheless these
inquiries involve significant amount of staff time. In many instances where inquiries
are submitted, staff interview the individual in depth and counsel the individual as to
their rights, responsibilities and the process. The EE@€&wed more than 200,000
inquiries in field offices, including 110,464 inquiries through the new online inquiry
and appointment scheduling system, resulting in 76,418 charges being filed.

TheEEOChashad a continual focus on implementing methods to medits charge

intake servicesncluding through thexparsion ofwalk-in hours, andssuance o&

plain language brochure to assist potential charging parties in understanding their
rightsandheEEOC’ s i nt ake, i nveshargegladividme and r e:
maynow contact the agency by phone, by mail, byail, by goingtaheEEOC"’ s

website, or by visitinghe EEOC field offices.With the completion of a pilot project

in FY 2017, in @tober 2018 thagencyexpandedhe Online Inquiry and Scheduling
Systemintake This system allows potential charging parties to submit a-ptrerge

inquiry for review and provide eline scheduling of appointments for intake

interviews.

The successful expansion of the pilot online intake systanclude all of the EEOC's

53 field offices allows potential charging parties to submit achegge inquiry for

review and odine scheduling of appointments for interviewkhis technological
enhancement resulted in a more custefriendly and accesble approachand

reflects the value of providing greater access for the public to speak with a member of
our enforcement staff prior to filing a charggecause of the expansion of the online
intake and scheduling system, there has been an increa2geifcent in the number

of individuals who contacted us about their employment issue but who ultimately
decided not to file a chargdhe online system and the emphasis on conducting intake
interviews- rather than having individuals complete the oldgrgrbased intake
document resulted in approximately 22,000 individuals who went through our
interview process and determined they did not want to file a charge of discrimination,
an increase of nearly 8,000 oY 2017. This bolsters the value of imteews with

our enforcement staff during charge intake as a critical aspect of the investigative
process and the benefit of providing the online systems for the public to contact the
EEOC.
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To address this increased demand from the public, the agentgdcasaew Senior
Investigative Support Assistant (Senior ISA) position at a8&&yel, and five
selections were made for this position which were filled by internal promotion
opportunity. The selectees provide nationwide support for the Online Inquity an
Appointment Scheduling system by conducting telephone intake intervigvese
positions are expected to add 4,608,000 additional appointment slots for FY 2019
and provide better customer service through shorter wait times for available
appointments.

Finally, the implementation of the online charge status system in 2016 has continued
to free a significant amount of staff time otherwise spent on calls about the status of
investigations. Through this system, individuals can view information on thgechar
status, possible next steps and staff contact information of private party charges. On an
annualized basis, more than 3,700 charges are resolved as a direct benefit of the
charge status system, contributing to the agency's reduction of its inventgdsy lev
Additional details about technical advances made by the agency are discussed below.

5. Information Technology - Building a Digital Workplace

The EEOC is committed touilding a digital workplace to increase our efficiency and

to provide timely service to the public. This encompasses everything the agency does,
from increasing the effectiveness of its administrative processes to better supporting
missionrelated activies in enforcement and litigation that are directed to stop and
remedy unlawful employment discrimination.

Operating its legacy case management applications while transitioning to new, more
effective, digital systems is complex, an
mi ssi on. This program is directed by age
to Digital Services (ACTDigital), and theirecentefforts include:

1 Launching an Online Charge Status Systemanch2016.Individualsviewed
information on the charge status, possible next steps and staff contact information
of private party charges motiegan579,000timesin FY 2018

1 Launching dive-office pilot of Online Inquiryand Schedulingthe initial
componentotheEEOC’' s P u b IMarch2@® 6. rOnliael Inquirana
Scheduling enables potential charging party to complete an assessment and
guestionnaire, submit an inquiry, schedule an interview, and upload and receive
documents from the EEOC. The Public Portakrolled out to althe EEOC
officesin early FY 2018ndover 110,000 inquiries were initiated through the
Online Inquiry and Seeduling system, resulting in more than 37,000 scheduled
interviews. Over 30,000 of these inquiries were formalized as charges of
discrimination.

f Updating the Agency’ s I ntegrated Missio
Generation” (| M&8e INeen) Mdjor cpmporemts oftte
legacy IMS system are based on outdated technology that must be updated to
provide content management, workfldased activity processing, and
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accessibility. Phase Il of this effort, with which the privasector compnent of

the agency processes charges in a majdigifal platform, was rolled out in

early FY 2018. Performance Measure 11 of the Strategic Plan requissgetiey

to collect data, establish a baseline, and report on the number of charges (private)
ard cases (federal) for which no paper records are required, i.e., fully digital. The
agency plans to complete the modernization of charge/case management systems
for all agencyoffices by the end of FY 2021.

1 Continuing the digital builebut of the Federal sector operations, a Complainant
Portal, which will allow individuals to request a federal sector hearing or appeal
online and submit/receive related documewss soft launched at the end of FY
2018, with @ expected full roll out in 2019 he Federal Sector EEO Portal
(FedSEP) now includes ovene milliondocuments in its digital repository.

1 Improving the efficacy of the FEPA program by providing electronic notification
and document exchange betweenEEC and FEPAs. In August 2018, the
EEOC launched Phase Il of this modernization effort, which enables the EEOC
and FEPAs to receive electronic notification of Charges of Discrimination (Form
5) that are duafiled with the corresponding agency, as welhave access to
electronic copies of the Form 5 and Notice of Dleidihg data (Form 212),
replagng the practice of transmitting copies of duiééd charges by paper and
mail.

1 In FY 2019,the EEOC will deploy the Employer Master List, whiahil provide
a consistent, reliable source of employer information across charges. In addition
to business identifiers, thist will associate uniform contact information for
national and local points of contact, as well as legal representation, asadent
by the employer for matters concerning charges of discriminabaa within
the Employer Master List will be accessible to businesses thtbeghE OC* s
Respondent Portal for review anddage. This approach will enhance the
accuracy and consisteyoftheEEOC’ s emp |l oya&dingi nf or mati o
agencyémployernransactions and improvitpecEEOC’ s anal yti ¢ cap:z:

Other FY 2019 digital initiatives includedesignng the Public Portalser interfacédased

on feedback received to improve eatase and providenulti-language capabilities;
development of an Attorney Portal; continued enhancement of the Federal Sector portal;
and initiation of the modernizatiatevelopmengffort to replace théegacy components of
our core Integrated MissidBystem.

For digital projects to achieve the goals of increased efficiency and improved service, the
EEOC needed to invest in the infrastructure necessary to support a digital environment.
Accomplishments and plans in this area include:

1 The EEOC previouglmigrated Field Offices and Headquarters to an Ethernet
based MPLS networkin the process more than quadrupling the effective
bandwidth to agency offices and providing considerably more flexibility in
meeting bandwidth requirements going forward. InZO48, we began
expanding capacity to better support operations and prepare for the transition to
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unified communications. Alsaye invested in the replacement of outdated

network equipmentitheEEOC’ s of fi ces, in order to p
secue, data communication capabilities that are critical to our development of

digital workplace. The equipmewasdeployed taveronehalf of the offices in

FY 2018, with the remainder to be deployed in FY 2019.

1 Shifted resources fromn h e  a q@ging bbyell directory, email and file
services to investments in Microsoft Office 365. During FY 2017, the EEOC
migrated all users to Active Directory and Outlook. In FY 2018, the EEOC
completed the migration of archived emails from GroupWise to Outlook and
moved all local file storage to OneDrive. The agency presently mad&gdds
of email in the Office 365 and ov2fd million files in OneDrive. In FY 2019, we
will migrate personal and shared Novell file storage to a combination of
SharePoint and Azure filorage.

1 Continued the migration from goremises and hosted data centers to cloud
services. The agency previously migrated directory, enterprise scanning and
advanced analytics solutions to tiierosoft Azure government cloudzure).
More recently, we began testing portions of the IMS mission system within
Azure. For FY 2019, we are severing the hosting component from our
infrastructurecontract anavill migrate all hosted systems to Azure with support
from a managed serviséonly) contract. Additionally, thegency procured
modern eDiscovery Review Management SystehbDR MS ” ) is belm@ t
deployed in the Microsoft Azure government cloud

The above referenceddRMS will providetheEEOC’ s Nati onal , Di s
Field Offices with a secure, centralized, integrated approach for managing

litigation fact evidence throughout its lifecycle. In addition to providing

generally accepted search and retrieval functionality, the proposed review

platform will support greater analgtfunctionality, such as neduplicate

identification, email thread organization, conceptual search and clustering,
machineassi st ed categorization (someti mes
other analytical functionality. The use of these advancdd walh increasethe
efficacyoftheEEOC’ s | itigation program by allo
efficiently review and analyze the large volume of documents necessarily

produced in complex, documeintensive litigation.

1 Using OneDrive and an intelligent m&dion process, deployed 2,150 new laptops
to agency staff and contractors in FY 2018. The replaced laptops werpleght
years old, significantly hindering the development of a digital workplace. An
additional 600 new laptoae beingleployed in edy FY 2019 to replace all
legacy laptops, allowinthe EEOC to migrate laptops to Windows 10 during
calendar year 2019.

1 Consolidated three contracts into one new lease, equipping all offices with
dedicated scanning and new mulilthction device services to support digital
workplace requirements.
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1 Developed and began incorporating an enterprise wireless solution intofremw of
leases.

1 Initiated implementation of unified communications to replace and consolidate
telephony systems in use the EEOC headquarters and field officBsesently,
theagencyutilizes a traditional phone system (PBX) at its Headquadeadion
ard uses pasghrough telecommunications services from GSdither central
office exchange services or voice over Internet protocol, for its 52 Field Offices.
However, GSA announced that they will no longer provide shared telephone
services for Federal Ageres as of March 2020n August2018,theEEOC
acquiredOffice 365M5 GOV licenses, which will provide thagencywith
PowerBIlAnalytics, Advanced Threat Protection, Advanced eDiscovery, Skype
for BusinesgSfB) Audio Conferencing, andfB Phone ServicesThe SB Phone
Serviceqlater to be Microsoft Teamgyovidesthe EEOC with the foundation for
unified communications.Unified communications will allow users to make,
receive, and transfer business calls in the office, at home, or on the road, using
phone, PC, and mobile without the need for a traditional phone sy$te2®18,
the EEOC successfullgiloted SfB Phone Services in d@hiladelphia,

Pittsburgh Buffalo and Albuquerqueffices and is nowimplementingplans to
migrate all office phone syats to SfB prior to the March 2020 GSA -ait
date.

Securing the EEOC’s digital workplace
with priorities developed and put in place to protect data that is centralagehey's
mission and the privacy of the people the EEOC serves. Previoushgehey

focused on providing additional security controls for its putaling digital services
and implementing automated controls on its desktop applications. These steps
resulted m a significant reduction in successful malware attacks, while reducing costs
associated with remediation by $300K. The implementation of Microsoft Exchange
Online Protection provided additional malware prevention and protectiozarlyFY
2019,the EEOC implemerad Office 365 Advanced Threat Protection, which, among
other things, routesuspicious emaihessages and attachmetata sandbox
environment to detect malicious intent.

Theagencyplans to follow the directory service migration and thesmigty
enhancements with the implementation of fiactor authentication. In FY 2017, the
EEOC implemented mulfiactor PIV authentication in a test environment. In FY
2018, the EEOC implemented both Office 365 miattor authentication and PiV
basedlevice authentication for privileged usefhe EEOC plans to rolbut PIV-
based authentication to all users durings2¥19and 2020 Additionally, in FY

2019, the EEOC will modernize tlagiency'saging VPN services, including
integration with the twdactor authentication solution.

The EEOC actively addressed vulnerabilities for compliance with Binding Order
Directive (BOD) 1801, including enabling HTTP Strict Transport Security (HSTS),
mitigating weak ciphers, and establishing Dora&sed Message Auentication,
Reporting, and Compliance (DMARC) settingehe EEOC continues to work with
Microsoft to address the remaining items and acquired security sethatesdedn
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the i mplementation of “DMARC peadlimej ect” se
The EEOC also is actively engaged with the Department of Homeland Security to

fully implement the Einstein 3A (E3A) and Continuous Diagnostics and Mitigation

(CDM) programs. The EEOC completed traffic aggregation to E3A in FY 2016,

deployed DNS sindholding in late FY 2017, anplilotedemail filtering in late FY

2018for implementation in FY 2019The EEOC is part of CDM Task Order 2F,

which will provide theagencywith new CDM tools and servicekiring2019.

On the privacy front, the agency was activtéhu the new Federal Privacy Council
andcontinues to review it privacy program per thel20 July update, and published

its revisedPolicy on the Protection of Sensitive Informatidduring FY 2018the

EEOC implemented Office 365 data loss preventsmhhologies to monitor outgoing

external email transmissions for content containing social security nunitiess.

EEOC will continue to utilize datat-rest encryption and other data loss prevention
technologies within SharePoint to better protect andreesensitive datalFuture

changes to data analytics wil/l now be coo
Governance Board and with the Chief Data Officer.

Another key IT focus is Enterprise Analytics and Reporting. The EEOC recognizes
the need to better utik its data for analytics, such as to support decision making, and
operational reporting, to support mission results. Presently, the EEOC uses four
separate toolsets for analytics and operational reporting. During FY 2018, the EEOC
acquired and deployéddicrosoft Power Bl. The initial use was for private sector
operational reporting, as Power Bl replaced an aging and unsecure Hyperion
environment.

The EEOC will continue to use its newly acquired technologies to their fullest
potential- modernizing agig network infrastructure, improving digital services,
enhancing information security and privacy, and migratingobstupport legacy
systems to modern clotlthsed or opesource solutions.

Investment funds are needed in FY 2020 to adlo®EEOC to catinue with and
expand upon our IT modernization efforts described above. Without additional
investment funds, development and support for all new initiatives and discretionary
services will cease, as the decreased FY 2020 IT budget will only providefund
operations and maintenance of core IT services.
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IX. VERIFICATION AND VALIDATION OF DATA

T h e a gpeivate settar, federal sector, and litigation programs require accurate
enforcement data, as well as reliable financial and human resources information, to assess
theEEOC eperations and performance results and nsakedmanagement decisions.

We will continue efforts to ensure the accuracy of program information and any analysis of
the information.

The EEOCcontinually revievg the information we collect in our databases for accuracy by
using software editing programs and program reviews of a samp@eartls during field
office technical assistance visits. In addition, headquarters offices regularly conduct
analyses to review the information collected in order to identify any anomalies that
indicate erroneous entries requiring correction to collagiimcedures.

Recenimplemenationof the Federal Sector EEO Porthat enablsall federalagencies

to electronically submit annual equal employment opportunity stati&€S©CForm 462

and MD-715) continuego improve the quality and timeliness of the information reckive
electronically Finally, we continue to improve the collection and validation of

information for our Integrated Mission System (IMS), which consolidates our mission data

on charge intakenvestigation, mediation, litigation, and outreach functions into a single
shared information system. IMS includes many automated edit checks and rules to

enhance data integrity. Since several of our performance measures require us to use data to
assessur achievements, it is significant that we can now obtain this data much more

quickly and with greater data accuracy.

TheEEOC’ s Of f i ce o0 (OIG)corginues totreview aspects efrthea status of

the agency’ s dat a eocaduresdinfarnyatioa systems, and databasea t i o n
and offer recommendations for improvementsunreports. We useth@l G’ s

information and recommendations to continually improve our systems and data.

Importantly, many of the dateelated tasks and project cal | ed for by the a
Research and Data Plan for 2€A@19 have now been superseded by the creation of the
EEOC’s Chief Data Officer position and reor
Information and Planning (ORIP) into the new Officecotterprise Data and Analytics
(OEDA)—described more fully in Appendix B.
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X. PROGRAM EVALUATIONS

Programevaluation is an important componentidEEOC’ s ef f ort t o assu
programs are operating as intended and achieving refutigram evaluation is a

thorough examination of program design and/or operational effectiveness that uses

rigorous methdologies and statistical and analytical toolieseevaluations also use

expertise internal and external to the agency and the program under review to enhance the
analytical perspectives and lend credence to the methodologies employed, the evaluation
processes and findings, and any subsequent recommendations.

Independent program evaluations continue to play an important role in formulating the

strategic objectives and performance goals detaildtt B EOC’ s St r akEYsgi ¢ P &
2018- 2022and helped shape some of the program issues and key focus areas for
improvement. They are an invaluable management tool to guide the agency's strategic

efforts in attaining overall productivity and program efficiency, effectiveness, and

accountability.

Consistent with the agency’s focus on i mpro
rigorous evaluation and evidenbased policy initiativegshe EEOC will continue to

consider appropriate program areas for evaluation each year. This will enstine tha
agency’ s ef theerEtGsC’ asl ibgund gweitt and ot her progr at
Beginning in FY 2019, the agency will undertake several evaluation projects: the

Conciliation Project, the Employment Opportunity Project, and the EEOC Data and

Analytics Modernization Program. See Appendix B for more detalil.
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Xl. ADMINISTRATI ON AND SUPPORT

A. Introduction

We are constantly seeking ways to achieve organizational excellence by improving our
organizational capacity through sound management of our resources. Maximizing
effective use of our resources is essential to actgewr enforcementral outreach goals.

B. File Disclosure Workload

The datasuggestshat the number of requestceivedunderthe Freedom oinformation
Act (FOIA) and Section 83 dheEEOC’ s Compl i anc e wiMstabilize | (Sec
at slightly over23,000throughFY 2021.

Table12 belowdepicsthe actual FOIA workloatbr FYs 2016, 2017and 2018and
projectionsfor the number of requests received, processed, and pdodifgs 2019
through2022

Based orFYs 2017and 2018ctualworkloaddatg the number of FOIA requests received
each yeafor FYs 2019 through2022 is projected to be approximatel®,003 and the
number processed each yeaprojected to be approximately 662

Table 12: Freedom of Information Act (FOIA)

FY 2016 to FY 202

FY 2016 | FY 2017 FY 2018 FY 2019 FY 2020 | FY 2021
(Actual) | (Actual) (Actual) (Est) (Est.) (Est.)

Carryover 1,562 217 3,516 3444 | 4785 | 6,126
Previous Year

Receipts 17,680 19,003 19,062 19,003 19,003 | 19,003

Total 19,242 | 21178 22578 22447 | 23,788 | 25,129
Workload

Processed 17,068 17,662 19,134 17,662 17,662 17,662

Pending FOIA| 2,175 3,516 3,444 4,785 6,126 7,467

*May not add due to rounding

Table13 on the following pagéepictthe Section 83 actual workload feY¥s 2016 2017
and2018 andprojections ér FYs 2019through2022 for Section 83equestseceived,
processed, angendingat theend oftheFY.

Based orFYs 2017and 2018&ctual workload data, the number of requests for Section 83
charge file disclosures fétY's 2019 through2022 will be approximatelyd,428annually,
and the number of Section 83 requests processed will be slightly lessid@annually.
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Table 13: Section 83 Disclosures

FY 2016 to FY 2022*

FY 2016 | FY 2017 FY 2018 FY 2019 FY 2020 FY 2021
(Actual) | (Actual) (Actual) (Est) (Est.) (Est.)

Carryover Previous

9,506 10,361 10397 10,735 11073 11,411
Year

Receipts 5,215 4,287 3,428 3,428 3,428 3,428

Total Workload 14,721 14,648 13,825 14,163 14,501 14,839

Processed 4,360 3,750 3,090 3,090 3,090 3,090

Pending Section 83 10,361 10397 10,735 11073 11,411 11,749

*May not add due to rounding
C. Finance and Administration

Office Expansions, Rehabilitations, and Relocations

The EEOC continues to collaboratéh the General Services Administration to rigite
space to achieve optimum assigned statfspace capacity ratio of a p@rcentor more
capacity utilization rate dEOC-occupied space

We continue t@rioritize, plan, and execute imminent lease expiration, opportune space
reductions, and other major space management operations in suppod @fthen c y ' s
strategic objectives and overall mission.

TheEEOChas continuedsinceFY 2013 to incorporate space reduction or sustainment
measures to comply with OMB mengacSappatum “ Pr o
Agency Oper at OrdensqEO) 13H 4 and EOt 1858%requirements to reduce
operating coheFYR Odl2d FoFortggeza entt. ” Mebatare r e s  We
not limited to the following:

1 TheEEOCwill not increase our total square footage fromfye2 0 1 2 “ f"oot pr i |
The agency will returto GSA or lessor unneeded or underutilized space
(rightsizing)s;etanidng”deonftfiifcye “sopfafce t o r e
exceed the 2012 *“f otheEperQQO1Tts”. offofri coense or n

1 Adherence to Agency Space Allocation Guidelines, wilats in July 2015, for
universal application of personnel and office space requirements that include a
designated number of twmerson private offices dependent upon ttaltsquare
feet of the office.
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1 For maximum economic efficiency, we will continue tamplspace requirements
for both the shortsiana” | ®fnfgi d eg leEse aman j“u
expiration operations. We will aldakeadvantagef re-programmed funds for
independent space actions suclsesurity andsafety improvements aridrniture
replacement in offices that habitually renew leases in federal spaces.

Based on the above, the following is a summaryY2018 completed space actions and
FY 20192021 planned space actions:

1 FY 2018: Completed expiring lease, relocation affite-wide reconfiguration
Commission projects: Baltimore, Buffalo, Greensboro, Kansas City (Information
Intake Group), and Phoenix.

1 FY 2019: Previously funded or to be funded expiring lease, relocation and office
wide reconfiguration Commission ppects: Albuquerque, Birmingham, Chicago,
Cleveland, Houston, Little Rock, Los Angeles, New York, Norfolk, Oakland, San
Antonio, San Diego, San Francisco, San Jose, Seattle (Information Intake Group),
and Headquarters/Washington, D.C. (new lease fore#s); deferred FY 2018
actions for Atlanta, Denver, Dallas, Philadelphia, and Pittsburg; deferred FY 2017
actions for Detroit, Indianapolis, and Minneapolis; and deferred FY 2014 action for
St. Louis.

1 FY 2020: Anticipated expiring lease, relocation afftce wide reconfiguration
Commission projects: Charlotte, Cincinnati, Little Rock, Nashville, Norfolk, and
Raleigh.

1 FY 2021: Anticipated expiring lease, relocation and office wideargiguration
Commission projects: Memphis, Miami, and Savannah.

Note: Some expiring lease, relocation, anda@nfiguration space projects may have been funded

in the previous FY prior to the lease expiration, occupancy, or scheduled project completion date.
Projects include those implemented for improved office enmiental and safety conditions, right
sizing (increase or decrease), and reducing space.

D. GINA Study Commission

Section 8 of Title Il of the Genetic Information Nondiscrimination @&tNA) of 2008

requires that a commissiaesignated by members of Congrbesestablished oday 21,
2014to review the developing science of genetics and to make recommendations to
Congress regarding whether to provide a disparate impact cause of actiosINWefTo

date, Congress has not designated any membrewsder to abide by our statutory
responsibilities, shoulducha Commission be established, we anticipate that we would

need to cover the following costs for the eiglgmbercommission: shared n¢ and

security; IT services; per diem, including air fare; postal services; and other miscellaneous
expenses.

To be known as the Genetic Nondiscrimination Study Commissigngommission
would be located in a facility maintained Bye EEOC. Althoughmembers will not
receive compensation for the performance of services faothenission, the statute
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requires that members receive travel expenses, including per diem, while away from their
homes or regular places of business incinarse of performingervices for the
commission. The statute authorizes sums to be appropriatdteteEOC as shall be
necessary to carry out the requirements of Section 8.
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APPENDIX A: GENERAL STATEMENT OF LAWS

The U.S. Equal Employment Opportunity Commission (EEDCommissiohwas
established under Title VIl of the Civil Rights Act of 1964 (78 Stat. 253, 42 U.S.C. 2000e
et seq.), and became operational on July 2, 1965. The EEOC is a bipartisan Commission
compised of five members, who are appointed byRresident with the advice and

consent of the Senater rotating fiveyear terms.No more than three members may

come from the same political partyhe president designates one Commissioner to serve
as Chair and another Commissioner to serve as Vice (haaddition to the

Commissioners, thBresidentappoints aeneralCounselto a fouryear term to support

t he Commi ssi on anttgatonprogeame t he agency’ s

The EEOC is charged with ensuring justice and equality in the workplastetyying and
remedying unlawful discriminationThe EEOC fulfills its mission through the
implementéon of a vigorous law enforcement program that includesstigation,
conciliation, medation, and litigation, complemented by an outreach program that
provides information, guidance, and technical assistance to help prevent discrimination.

Statutes Enforced

The EEOC enforces the employment provisions 4&€NIl, which prohibit discrimination

on the basis of race, color, religion, sexnational origin by private and state or local
employers with 15 or more employees; by employment agencies; by labor organizations
with 15 or more members; by joint laberanagement training and apprenticeship
programs; and by the federal governmdnt1978, Title VIl was amended to enact the
Pregnancy Discrimination Act (PDA), which requires employers to treat pregnancy,
childbirth, or a medical condition related to pnagcy or childbirth as any other medical
conditionwith respect to terms of employment, including health benefits.

In addition to Title VII; the EEOC enforces the Age Discrimination in Employment Act of
1967 (ADEA); the Equal Pay Act of 1963 (EPA); Sens 501 and 505 of the
Rehabilitation Act of 1973; Titles | and V of the Americans with Disabilities Act of 1990
(ADA); and Title Il of the Genetic Information Nondiscrimination Act of 2008 (GINA).

The ADEA protects individuals 40 and older from dges& employment discrimination.

It covers private employers with at least 20 or more employees, state and local
governments, employment agencies, labor organizations with 25 or more members, and the
federal governmentThe ADEA was amended in 1990 by the @l&Vorkers Benefit

Protection Act to prohibit age discrimination in fringe benefits and to limit waivers of

ADEA claims.

The EPA prohibits genddrased discrimination in the payment of wages to men and
women performing substantially equal work in the sastablishmentThe EPA applies
to most employers.

Titles 1 and V of the ADA prohibit employment discrimination against qualified
individuals on the basis of Theactoevarphbothy ee’ s
private sector and state or logglvernment employers with 15 or more employees,
employment agencies, and labor organizations with 15 or more members, and joint labor
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management training and apprenticeship progradestions 501 and 505 of the
Rehabilitation Act protect qualified indivighls from employment discrimination on the
basis of disability by the federal gawnment and section 501 requires that federal
employers undertake affirmative action on behalf of individuals with disahilities

The ADA and the Rehabilitation Act bothguare employers to make reasonable accom
modations for individuals with disabilities absent undue hardshne laws also regulate
when employers may ask for certain medical information, require medical testing, and
disclose employee medical records, refgss of whether the affected individual is a
gualified individual with a disability.The ADA Amendments Act of 2008 broadened the

definition of ®“disability” under the ADA an
Title 1l of GINA protects individuals against emplogmt discrimination based on genetic

information, including information about an
of an individual’'s family members, as well

medical history.GINA covers employerith 15 or more employees, including state and
local governments as well as employment agencies; labor organizations; joinnikasor
agement training and apprenticeship programs; and the federal goveri@igAtalso
strictly limits access to genetic orination and requires that covered entities maintain the
confidentiality of any genetic information that they obtain.

All of the EEOGenforced laws prohibit retaliation. Title VII, ADEA, ADA, the
Rehabilitation Act, and GINA prohibit retaliation agaimsdividuals who have reasonably
opposed disrimination, or who have filed a charge, served as a witness, or otherwise
participated in an EEO proceedinghe EPA prohibits retaliation against an individual
because hkas filed acomplaint (internal or wit an enforcement agency) or instituted or
testified in a proceeding.

Enforcement Methods

Private Employers, State and Local Government Respondents

Members of the public may file charges alleging employment discrimination in violation

of EEOGenforced laws with an EEOC field offic€harges also may be initiated tine

EEOC €ommissioners or, alternatively,on behal f o byaniadvdualher per
or organization, such as a union or civil rights groAfter charges are filedheEEOC s

staff members investigate and the EEOC may
or dismiss theharge for a variety of reasons. If the agency findseaitiattempts to

resolve the charge through conciliatiohe EEOC also attempts to settle charges through
mediation, in lieu of an investigatiodJnder Title VII, the ADEA, ADA and GINA, filing

a charge generally is a prerequisite to filing a lawsuit.

EEOGenforced laws authorize the EEOC to file suit in federal District Court in order to
remedy employment discrimination if it is unable to achieve conciliatioiowever, the
case involves allegations under Title VII, the ADA or GINA against & statocal
govermment, the EEOC refers it to tgtorneyGeneral, who may file suit in federal court.
The EEOC may bring its own suits alleging violations of the ADEA or EPA against state
or local governments.
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Federal Agency Respondents

The EEOC alsoversees a separate administrative process for employment discrimination
claims against the federal governmenhe federal governmerds an employers subject

to these amtdiscrimination requirements through Section 717 of Title VII; Section 15 of

the Age Discrimination in Employment Act; Section 501 of the Rehabilitation Act of 1973;
the Equal Pay Act; and Section 201 of GINAhese laws providédne EEOC with

oversight responsibility, including the authority to maintain procedures used by federal
departments and agencies in processing internal complaints of employment discrimination.
In addition, the EEOC has jurisdiction to review final admintateadecisions of

departments or agencies on their discrimination complaints.

The EEOC may award relief to federal doyees, applicants and former employees to

remedy harm suffered by violations of these
pliance. It also is responsible for ensuring that federal departments and agencies maintain
programs of equal employment opportunity, including by posting equal emeidy

opportunity data pursuant to the Notification and Federal Employee Antidiscrimination

and Retaliation Act of 2002 (the “No FEAR A«
the public assess whether and to what extent agencies are meeting their EEO

responsibilities.

Data Reporting and Record Keeping

Under section 709(c) of Title VII, theEOC may require covered entities to keep records
that are relevant to determining whether the law has We&ied andnay require

reporting from this informationPursuant to this authority, the EEOC requires covered
private employers, state or logdvernments, and labor organizations to file periodic
reports providing data on the makeup of their workforces or membgishgender and
racial/ethnic categoriesThe EEOC uses this data in charge investiga@oml other
enforcement activitieslt also uses this data to produce reports about the status of workers
by race,ethnicity, or gender in selected industrigsurther, the data are shared with other
federal, state and local agencies charged with enforcement of equal employment
opportunity lawsand in aggregate form with nggovernment organizations and
researchers concerned with equal employment opportunity

Leadership and Coordination of Federal EEO Efforts

Under Executive Order 12067, the EEOC provides leadership and coordination to all

fede r al departments’ and agencies’ programs ¢
reguldions and policies that require equal employment opportuilitye executive order

instructs the EEOC to eliminate conflict, competition, duplication and indensiswhen

coordinating these programs and to promote efficiency and effectivehikésderal

departments and agencies are required to cooperate with and assist the EEOC in

performing these functions and are required to furnish the EEOC with sucls rapadrt

information as it may require, including any proposed rules, regulations, policies,

procedures or orders concerning equal employment opportunity during their development

and in final at least 15 working days before issuance.
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APPENDIX B: EVALUATION AND EVIDENCE

1. Agency Context

a. Current Efforts and Future Plans

TheEEOC is committed to building ogapacity to provide viable evidence and better

integrate our information and data policy into budget, performance and management

decision makingAs a basi s for this emphasis, we ar ¢
Plan and its prioritization acroi®eE E O C’ s-terin stratggic goals and objectivdn.

FY 2018,theOf f i ce of I nspector Gener al (OlI G) al s
use of data analytics strategies and capabilities and identified improvements, opportunities,

and best practicesfo t he EEOC’ s d a tTae cambimdd gttategieswilla ct i vi t
further develogheEEOC’ s capacity to use evidence, ev
program outcomeShedatar el at ed activities and projects
Researcland Data Plan for 2018019 have now been superseded by the role of the Chief

Data Officer, the Data Governance Board and the new Office of Enterprise Data and

Analytics as described more fully below

b. RecentMajor Progress

Recognizing the need to enhatkeEEOC’ s data analytic capabil
Lipnic appointed the agency’s first Chief D
Acting Chair’s charge to the ageuwdedatas new C
analytics strategy which not ondypports the mission of the EEOC, but also makes our

data readily available and easily accessible to those within the agency, as well as the

public.

To accomplish this task, the EEOC’s Office
needed to taken new additional data governance and data transparency fupeatioins

make certain changes to its organizational structure to position itself as a 21st century data
analytics organization. ORIP was originally created as a program office within the EEOC

in 1997 and since that time had not undergone any changes omigatigas through the
EEOC"s Order 110 process.

Effective May 29, 2018pllowing a thorough internal review through the Order 108
process,ORI® f f i ci ally became the EEOC’s Office o
(OEDA). Additionally, in April 2018, thé\cting Chair approved the creation of the
agency’s first Data Governance Board (DGB)
oversight for the development and implementation of the policies and processes which

govern the collection or creation, managemerd, anad disclosure of EEOC data. The

gui ding principle of t hagendyHata@ansparenGBo i s t o e
promote efficient and appropriate use of, and investment into, agency data resources.

The new and addi t i on aficedfEnterprise Data and Arfalytitsh e E E C
have been designed to help the agency achieve its mission in 2018 and beyond, as well as
allow OEDA to provide greater and improved services to its customers both inside and
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out side of the EEOECFY2018Hring the ActinggChairtadtherizedg e nc y
13 FTEs for OEDA to fill vacant positions and hire new employees with data analytics and

data modeling experience. These himese completed at the end of 2018 anlll provide

a good foundation on which taiitdd a new agencyide data analytics organization.

In December, at the request of the Acting Chair, OEDA convened three days of listening
sessions for external stakeholders to build
program. The sessions focusedintroducing the new Office of Enterprise Data and

analytics (OEDA), discussinfeEEOC’ s Dat a and Analytics Mod
and gathering feedback from stakeholders. Each listening session was tailored for a

specific audience and included advoggroups, employer groups, and the research

community. The session began with a discussion of howHER¥CHs reshaping itself into

a 21st century data and analytics organization. This was followed by a detailed overview

of the EEOC Data and Analyticsddernization Program. The remainder of the session

entailed moderated discussion focused on three topic areas: 1) what the EEOC is doing

well, 2) what needs improvement, and 3) what could the EEOC do to enable stakeholders

to do their job better.

c. CurrentBarriers

TheEEOC recognizes the importance of ddtaven decisiormaking and the

transformative role data can have to make the Federal government more efficient and to

better serve the American peopldnfortunately, howevetheEEOC’ s curg ent me:!
of data collection, reporting, and access are outdated, and inefficient and will require

additional fundinginF2 020 i n order to fulfill the Pres
“robust, integrated approachkectustomanssanchg dat a
steward r esour c e2020fundin@raquestgormnogeimikeEEOCF &ata

and analytics directly supports all four strategies (Enterprise Data Governance; Access,

Use, and Augmentation; Decisidhaking and Accountability; an@ommercialization,

|l nnovation, and Public Use) contained in th
“Data, Accountability and Transparency: Cr
the Future.?”

2. Evaluation Projects

The FY 2018 and FY 2019 CBJ’'s noted a proje
Adopted to Remedy Discrimination as Injunctive Relief. This project resulted in two

internal instructional memoranda for field staff (issued in Marcdv2ihd March 2018).

This evaluation work was completed by the Office of Field Operations (OFP).

Beginning in FY 2019, the agency will undertake two separateehated evaluation
projects: The Conciliation Project and the Employment Opportunity Rrdgsth of
these projects will do their work with a cressction of agency staff with expertise in a
number of areas.

The Conciliation Project is designed to meet Congressional and stakeholder interest and to
provide the agency with valuable informatiapout one of its most important statutory
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functions: the conciliation of charges of discrimination where cause has been found. The
project is expected to conduct an extensive review of the conciliation process and provide
some comparative results.

The Employment Opportunity Project builds on the work mentioned above to Study the
Effectiveness of Injunctive Relief but is designed to provide more and better information
about job opportunities for the EEOC to access or direct employers to when resolving
charges or cases.

EEOC Data and Analytics Modernization Programt The EEOC recognizes the

importance of datariven decisiormaking and the transformative role data can have to

make the Federal government more efficient and to better serve the American people.
Unfortunately, howevetheEEOC’ s c ur r e nt ollenteon, repodinsg, andd dat a
access are outdated and inefficieModernizing our data and analytics will allome

EEOC to fulfill the President’s call for ag
using data to deliver on mission, servecustemer and st eward resour ces:¢
FY 2018 and FY2019and continuing into F\202Q the goals of the modernization

program-which align directly with the recently enactedundations for EvideneBased

Policymaking Act of 2018 are to enhance traparency of agency functions and

operations, reduce burden on our stakeholders, augment agency use of modern data

analytics to drive datdriven decision making, and promote greater public access to the

data.

Specific initiatives in phase one of the EED@Gta and Analytics Modernization Program
include:

Modernize EEOC SurveysConducted byhe EEOC with assistance frothe non

partisan and objective research organizaN@RC at the University of Chicago, a leading

federal survey dateontractorthis project focuses on modernizing the EB(Q3, 4, and 5

data collections. Over the next few years, afull revieheE EOC’ s curr ent met
data collection and reporting will be conducted with an eye toward identifying innovations

and efficiencies thawill ease the submission process and streamline reporting while also
examining potential enhancements in content.

Provide Secure Access to EEOC Restricted Data for Research and Statistical Purposes.

To protectthe EEOC eestrictedaccess data released for research purposes, the agency in
collaboration with NORC at the University of Chicago is establishing a modern, secure,

and privacy protected data enclave to ensure access to protected data for external
researchersThe EEOC Data Encl ave replaces the agerl
Personnel Act (IPA) federal hiring authority previously utilized to allow researchers to
accessheEEOC mestricted, privacy protected datéhe previous processa two-decade

old processdid not comply with the requirements of FISMA 2014 and presented serious
security and data protection issues which had to be addrdssesk discontinued in

January 2018. The move toward a “data encl
researcher and stakeholders at the listening sessions held in December 2018.
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Create and Disseminate Public Use Files and Userendly Data Query and
Visualization Tool This project enhances the transparency of agency functions and
operations by facilitating arglmplifying access to agency publicly releasable data by
creating easily accessible public use filkscumentation, and a staiéthe-art consumer
friendly data visualization and mapping tool.

Data Inventory. As part of our ongoing collaboration wiNORC at the University of
Chicago to design and build an EEOC Data Enclave, we will be constructing a
comprehensive and thorough agency Data InventAryagency Data Inventory was
expected to be delivered tioe EEOC by a previous contractor at the ehé&% 2017.
Unfortunately, the product presented to the agency late iB0RY by the prior contractor
was incomplete, not sufficient or useful, and did not meet industry standards.

Evaluate the Efficacy of Existing Relevant Federal Data Sethe EEOCis working to

identify other federal sources of administrative and survey data (e.g. Bureau of Labor
Statistics, Census Bureau) whielalone or in combination with existing EEOC dataay

allow exploration into detecting and developing new tools and lmddeincreasing
understanding and awareness, identifying solutions, and implementing actions targeting the
reduction of illegal employment discrimination
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APPENDIX C: ENTERPRISE RISK MANAGEMENT
BACKGROUND

The EEOC Enterprise Risk Management Policy Handbook established formal Enterprise
Risk Management (ERM) withithe EEOC in accordance with Section 1l of OMB

Circular A-123, ERM and Internal Control are components iaftaist governance

framework. ERM as a discipline deals with identifying, assessing, and managing risks.
Through adequate risk management, agencies can concentrate efforts on key points of
failure and reduce or eliminate the potential for disruptive eve@MB Circular No. A

123 defines management’s responsibilities
identifying and managing risks.

The EEOC recognized that many risks within the organization are interrelated and cannot
be effectively and efficiently anaged independently within a given Headquarters or Field
Office. The interconnected risks facitige EEOC must be managed across the

organization and, in many instances, in coordination with the agency and its stakeholders.
Therefore, the EEOC Enterprise Risk Steering Committee (ERSC) was established to
oversee the development and implementation of gesseused to analyze, prioritize, and
address risks acrofise EEOC. The ERSC is composed of the following representatives:

Chief Risk Officer (CRO) and Committee Chair
Director, Office of Field Programs

Director, Office of Federal Operations

District Director Representative

Regional Attorney Representative
Field/Area/Local Office Director Representative
Chief Information Officer (CIO)

Chief Information Security Officer (CISO)
Director, Office of Enterprise and Data Analytics
Deputy General Counsel

Director, Legal Counsel

Chief Financial Officer (CFO)

Chief Human Capital Officer (CHCO)

= =2 -8_9_9_9_95_42_-2_-29._-2°._-2_--°

The ERSC met on August 15, 2018, to review
METHODOLOGY

On June 28, 2018, Directors were asked to conduct a risk assessment and update their
initial risk profile by July 27, 2018. Updated risk profiles were submitted by each office to
the Office of Enterprise Data and Analytics (OEDA). OEDA compiled theprisfies

and distributed them to ERSC members along with a risk scoring sheet. During the August
15, 2018, meeting, offices briefed ERSC members on their risk profiles. ERSC members
asked questions and addressed specific items related to office risgspr&RSC

members completed a risk scoring sheet for each risk. To identify the priority risks,
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OEDA employed a methodology that considered the likelihood and impacts of each
identified risk. Likelihood considers a history of occurrences, changeiaypot lack of
effective internal controls. Impact of risk considers the level of damage such as a violation
of law or negative budget effect.

ERSC assessed all risks using a score sheet with likelihood and impact criteria. Likelihood
criteria were mulpliers whereas each impact criterion carried a weight. Thus, the more
likelihood criterion selected on the score sheet the multiple chances of the risk occurring.
Each impact criterion was assigned a weighted value based on its weight of damage. For
example, a violation of law or the safety of people was determined to likely have greater
damage to the agency than a change in policy. The weighted impact criterion was
multiplied by the number of likelihood criteria checked to determine the final steelo

risk.

The predetermined priority risk criteria were developed usiag EOC’ s | owe st r i
appetite which relates to safety and compliance objectives, including health and safety;
protection of personally identifiable information (SPII); and coamie with EEO legal
requirements; and input from Office Directors. The weighted predetermined risk criteria

were also based on the probability of the risks occurring and the impact of the risk if it
occurred. ERSC members completed the ERM risk sconiegt$o generate risk scores.

The risk scores were used to rank the ri sk’
The risks with the highest risk score are ranked first in priority, the risk with the next

highest risk score is ranked second aadorth.

RESULTS

The results of the risk scoring sheets are reflected in Tabléd mean scores were
calculated by adding the risk scores together and dividing the sum by the total number of
submitted scores. The total scores were calculated lygatiek risk scores together.

Based on the results of the ERM risk scoring model, the top risks ranked as follows with a
parenthetical reference to the scoring sheets:

1. TheEEOC FOIA Program statutory processing time limits (GRE10): If FOIA
statutorytimelines are not met, then a backlog will occur resulting in delayed
issuance of determination, acknowledgment and extension letters and disclosure of
responsive documents.

2. Private Sector Investigative Files (ORP3): If private sector investigativées
are not properly secured, then confidential information may be disclosed.

3. Release of Confidential Data (OEERRP25): If a secure mechanism is not
established to allow researchers access to protected data, then the agency remains at
increased risk of a data breach.

4. Human Resources (HR) Automation (OCH®&P19): If we don't domate HR
systems, then there is an increased risk for untimely hires and appointments.
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5. Electronic Official Personnel Folders (eOPF) (OCHRP20): If personnel files
are not scanned and uploaded into eOPF correctly, then there is an adverse impact
on ePFincluding delays in transferring information to gaining agencies and
calculating proper annuity estimates.

TABLE 1: RANKING OF RISKS

RANK AGENCY IDENTIFIED RISK

The EEOC FOIA Program statutory processing time limits: If FOIA statutory timefines
1 not met, then a backlog will occur resulting in the delayed issuance of determination,
acknowledgment and extension letters, and disclosure of responsive documents.

Private Sector Investigative Files: If private sector investigative files are oy

2 secured, then confidential information may be disclosed.

3 Release of Confidential Data: If a secure mechanism is not established to allow resear
access to protected data, then the agency remains at increased risk of a data breach.

4 Human Resources Automation: If we don't automate HR systems, then there is an inc

risk for untimely hires and appointments.

Electronic Official Personnel Folders (eOPF): If personnel files are not scanned and
5 uploaded into eOPF correctly, thkrere is an adverse impact on eOPF including delays
transferring information to gaining agencies and calculating proper annuity estimates.

Testing IMS enhancements: If the testing of IMS enhancements is inadequate, then a

g of problems could oag.

7 Physical Security of Field Offices: If building/office safety protocols and equipment are
maintained, then staff members may be put in danger.

8 SPII Datasets: If SPII datasets are not properly secured, then there is an increased rig
databreach and potentially significant damageheEEOC's reputation.

9 Unsupported software: If software applications exceedodiifie maintenance support, the
there is increased security and business risk.
Risk Management Process Tool (RMPT)tHé EEOC fails to conduct the RMPT

10 assessment, then it may result in security vulnerabilities, and jeopardize the EEOC wo
and visitors.

11 Negative publicity due to agency action:tHe EEOC acts in a way that conflicts with what

we ask others tdo, then we could get negative publicity.
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TABLE 1: RANKING OF RISKS

RANK

AGENCY IDENTIFIED RISK

12

Receipt and report creation in ORACLE: If erroneous information is entered into ORA
then inaccurate financial reporting may occur.

13

Expert services contract approval: If we fail to obtain approvebofracts for expert
services in time, then we may not meet caudered deadlines.

14

Understaffed Compliance Program: If OFO does not increase the number of Compliar
Officers, then they will not be able to quickly process the large inventargropliance
cases and will delay giving equitable relief to stakeholders.

15

Two-Factor Authentication: If twdactor access to agency systems is not implemented,
there is an increased risk of unauthorized access.

16

Restrictive language ahe EEOC appropriation: If Congress approves restrictive langue
onthe EEOC appropriations, then that could restrict the agency from carrying out part ¢
enforcement responsibilities.

17

OEO noncompliance: If the agency fails to acknowledge and adtwethe responsibilities
of the EEO Director, then the agency will not be in compliance with 29 CFR 1614.102.

18

Inappropriate use of library legal database: If the library legal database is used for
impermissible purposes, then database access cotdgdieed.

19

Consent Decree Compliance: If we do not have a mechanism in place to ensure comy
then there is a risk that defendants will not honor their obligations under the decrees a
future violations could occur.

20

Affirmative employmenprogram staffing and resources: If the Agency fails to provide
sufficient staffing and budget to the Office of Equal Opportunity (OEQ), then OEO wiill {
to comply with agency guidance and regulations for EEO offices.

21

TheEEOC FOIA Program may faibtissue reliable and timely FOIA reports: IF FOIA
Xpress experiences technical problems, then it could result in delay or inability to issue
reliable and timely FOIA reports.

22

Key Leadership Succession Gap: If there is an extended permanent Caaayyaleen it
could result in a delay in issuancetioé EEOC policy guidance.

23

Web-based data collection and analytic capabilities: If the EEOC continues its depenc
on MS Excel/Word based data collection, then the agency risks ongoing éuglisation of
effort, lack of transparency, and collaboration within the Agency.

24

Lack of Investment in Business Intelligence Analytics: If we do not invest in Business
Intelligence Analytics, then we will not be able to effectively oversee fedezatass,
empirically analyze EEO issues, and spot statistically significant trends goverwiderdand
at individual agencies.
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APPENDIX D: AGENCY RESPONSES TO PL 115414 GOOD ACCOUNTING

OBLIGATION IN GOVERNMENT ACT (GAO

-IG Act)

This bill requires each federal agency, in its annual budget justification, to include a report
on: (1) each public recommendation of the Governmenbuntability Office (GAO) that

is classified as "open" or "closed, unimplemented"; (2) each public recommendation for
corrective action from the agency's office of the inspector general (OIG) for which no final
action has been taken; and (3) the impletaigon status of each such recommendation.

Audit Report Name Date of Recommendation Implementation Status
Month and Year Report
Report was Issued
Evaluation of the Septembeb, The EEOC Office of the Chair (OCH) = EEOC Data Governance Charter we
EEOCG6s Dat a 2018 should establish and lead an Executivi signed 4/19/18 creating the Data

Activities Final Report
(OIG Report Number
201702-EOQIG)

Data Analytics Board (EDAB) that
recognizes and treats data as a strate:
organizational asset.

The OCH should re
understand both current and potential
uses for analytics within the EEOC;
Provide leadership, guidance, and
resources to the (EDAB) is assessing
and prioritizing analical projects,
advocating for the resources needed t
support prioritized projects by
demonstrating improved effectiveness
and/ or efficienci
mission; Designate an Analytics
Champion to spedread adoption of
anal yti cs ..;greAterv oc
inclusion of analytics in future updates
of the EEOC Strategic Plan as well as
progress within reports sent to the
Executive and Congressional branche
of government.

EDAB) should conduct activities to
demonstrate that increases in
efficiencies will ultimately reduce
burden of workers in the lonatgrm.

OCH should consider ways to engend:
trust in enterprisevide steering
committees and governance boards.

Governane Board (DGB). The
appointment of a Chief Data Officer
and organization of OEDA was
shared at the earlier briefing. The
CIO has been a champion of this
initiative and the promise of
enhanced effectiveness through the
power of analytics has been a
consisent message from the Acting
Chair to the Board.

The Acting Chair memo to all staff
announcing creation of OEDA on
June 12, 2018mphasized the
commi t ment to
enterprisewide date analytics
strategy which not only supports the
mission of the EEOC, but also make
our data readily available and easily
accessible to those within the agenc
as wel |l as the p

TBD

The DGB isenterprise wide inclusive
of all organizational components.
The Board is empowered to sponsol
or create steering committees, boart
or other working groups as needed i
support of its mission.
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Recommendation

Implementation Status

Audit Report Name Date of
Month and Year Report
Report was Issued
Performance Audit of November
the Compliance with 15, 2017

the Financial and
Award DATA
Submissions for the
Second Quarter FY
2017

OCH should designate an Analytic
Champion to foster awamess and
education of the way analytics c
address inefficiencies, solve problen
and unlock hidden value in data.

EDAB) should work with a high
ranking executive oDffice Director,
such as the Chief Data Officer, to
establish a centralized analytics team
that is available to all offices across th
organization to address unmet strateg
data analytics and
reporting/visualization needs.

EDAB..centralized
is available to all offices across the
organization to address strategic data
analytics and reporting/visualization
needs.

EDAB should encourage a centralized
analytics team to adopt proven modeli
approaches and model management
processes.

E D A B ...address resourcing needs
and the Analytics Program Manageme
Office to incorporate new tools and
technologies into its body of accepted
analytics tools and techniques.

OIT should continue with existing plan
to upgrade hardware infrastructure to
address current needs.

EDAB should work with EEOC CIO to
investigate investments in a data
warehouse to address its letegm data
storage, versioning, and analysis neec

EDAB should work with the CIO to
investigate investments in modern rept
delivery tool s ..

Recommend that the SAO, or their
designee create a quarterly assurance
package that includedl the necessary
elements in the OMB guidance. The
quarterly assurance package should
document the alignment among Files ¢
through F is valid and reliable; the dat:
in each DATA Act file submitted for

An Analytics Champion will be a
shared responsibility among leaders
on the DGB.

It is agreed that analyticsqects
should be closely planned and
monitored. The DGB or its subset a
the appropriate holder ofe¢h
respnsibility.

NOTE: The action statement above
responds to the following two bullets
recommendations.

TBD

The DGB will seek industry Best
Practices to guide all phases of the
data governance dranalytics
process.

TBD

Data collectionwarehousing,
versioning, and access for reporting
a core responsibility of the DGB.
The Charter anticipates this group
will plan and provide oversight for al
phases of the data life cycle from
creation to destruction.

The agency is testing a clob@dsed
enterprise analytics toolset
..significantly e
dashboards and access to real time
operational information across the
agency.

Develop policy and procedures to
document the reconciliation process
to validate files AF. Keep
supporting documentation and notes
for all reconciliations and followaps
with appropriate staff.

SOP put in place 15 December 201
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Audit Report Name
Month and Year
Report was Issued

Date of
Report

Recommendation

Implementation Status

(OIG Report No. 2017
06-AOIG)

Independent
Evaluation of the
EEOC Compliance
with Provisions of the
Federal Information
Searity Modernization
Act of 2014 (FISMA)
for FY 2017

(OIG Report Number
201707-AQIG)

December
18, 2017

display on USA Spending.gov are valic
and reliable.

Recommend that EEOC perform
additional reconciliations over Files C
and D and D1 to determine the root
cause of their differences, whether it is
he known issue or a potential control
issue with the datheing submitted from
the CLM module.

Recommend the EEOC OIT implemen
an automated solution to provide a
centralized, enterpriseide view of risk
across the agency.

Recommend the EEOC Otfevelop
and implement a Trusted Internet
Connection (TIC) program in
accordance with Office of Managemer
and Budget requirements to assist in
protecting the ag
cyber threats.

Recommend EEOC OIT conduct an e
authentication risk assessmidased on
NIST SP 80063-3 Digital Identity
Guidelines suite,
services and fully implement multi
factor authentication for logical and
remote access enterprgéde.

Recommend that EEOC establish a
separate position for the Depu@ief
Information Security Officer and Chief
Information Security Officer (CISCO)
as additional resources to meet Feder:
information system security program
requirements and reduttee risk of
conflict in managing operations and
security risk.

NOTE: This is considered o p e n
until tested and validated by the
auditor.

Develop policy and procedures /
reminders for award documents
(Field);

15 December 2017 SOP puin
place and sent to all field
representatives.

Develop policy and procedures /
reminders for award documents

(HQ):

20 November 2017# ASD Director
met with contracting staff informing
them that the contract award amoun
and contract type must be reported
directly in FPDSNG. He instructed
staff to use the link to verify the
information at USA spending. This
process wilbe written into the ASD
Internal Guidance Procedure
Memorandum the week of 2/16/18.

NOTE: This is ¢
until tested and validated by the
auditor.

NOTE: TheOIT has been contacted
to submit the corrective action plan

for the recommendation items. OIT
is in the process of preparing the ple
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Audit Report Name
Month and Year
Report was Issued

Date of
Report

Recommendation Implementation Status

Audi t of t h November

FY 2016 Financial
Statements (OIG
Report No. 201601-
AOIG),

November 15, 2016

Transmittal of
Management Letter
Report for FY 2016
Financial Statement
Audit, (OIG Report No.
201602-A0IG),
January 17, 2.7

Audit of the EEOC FY
2017 Financial
Statement (OIG Report
No. 201701-A0IG

15, 2016

January 17,
2017

November
15, 2017

FYI, Issued in FY 2017; however, no @ Closed
“open recommenda

the Audit report has been closed by th
auditors.

FYI, Issued in FY 2017; however, no @ Closed

“open” recommenda
the Audit report has been closed by th:
auditors.

FYI1, this report was issued in FY 2017 Closed
and had NO recommendations to

follow-up on. HoweverCFO" cr e a

a CAP for her fil
know (OCFO) heard
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